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1. Abstract 
The focus for this research is health management in German general practitioners’ 
surgeries. In Germany, there are over 50,000 general practitioners’ surgeries with 
over 150,000 physician’s assistants as employees. One of the main objectives of 
health management is the reduction of absent days due to ill health and it is important 
to know, which activities can be identified to reach this objective.  
The overall aim of this research is to develop a concept to support stakeholders in 
promoting health supporting activities which facilitate personal health potentials and 
help improve the productivity of the general practitioners’ surgeries. 
The basis for the development of this concept was a systematic literature review, 
which indicated that health management in general could be improved by health 
promoting activities. However, the findings from the literature review reveal gaps in 
general practitioners’ surgeries health promotion practices. This research aims to 
improve the knowledge in health management at general practitioners’ surgeries in 
Germany with a focus on activities promoting the employees’ health potentials. 
The success of the proposed activities essentially depends on the acceptance by the 
employees. Therefore, a questionnaire about “health management” for employees of 
general practitioners’ surgeries has been developed which used the health-promoting 
measures found in the literature review. The findings of these questionnaires provide 
quantitative data (N=194) on which of the health promoting activities are preferred 
by the employees. The findings give an insight into personal preferences for health-
promoting activities from the employee's point of view. 
The findings of the employee survey were used as indicator for the acceptance of 
activities; the results of the systematic literature review were used as indicator for the 
effectiveness. As a third indicator, the costs of the discussed activities have been in-
corporated into the concept. These three indicators form the basis for a multi-criteria 
decision analysis. Results were used to build a score for generating a priority list with 
ten effective activities promoting personal health potentials. 
The measures with the highest preferences are vaccines (94%), healthy food at work 
(67%), and training at home (61%). Robustness of the results was tested by means of 
a sensitivity analysis. Vaccination is widely ranked first in the priority list. This is of 
importance as the employees of general practitioner’s surgeries are exposed to sub-
stantial risk of infection. 
Three different strategies for implementing this concept into health management in 
general practitioners’ surgeries were developed.  
The main contribution to knowledge is seen in the contribution to the methodology. 
It shows how different perspectives of different stakeholders can be used in a sys-
12 
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tematic (and thus in a participatory, interaction-oriented and fair) decision-making 
process for health management that can be applied in other decision-making situa-
tions (e.g. hygiene or emergency management). As a theoretical contribution, the 
bridging of the implementation gap with the developed priority concept and its inte-
gration in an operational HRM model for German practitioners’ surgeries with the 
psychological contract as core are discussed. 
DOI: 10.46289/BNGH1478
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2. Introduction 
Health management is the central concept of this research. Health management itself 
is embedded in wider concepts like quality management, performance management 
and human resource management. These management concepts are adopted in com-
panies and organizations of every size. This chapter introduces these concepts and 
their relevance for general practitioners’ surgeries and how they aided the develop-
ment of the research questions. 
The idea for this research was developed during the practical work as a consultant, 
and the work with general practitioners’ surgeries. The underlying idea of this ap-
proach was to use the knowledge of stakeholders within an organisation and their 
ideas for activities to make optimal decisions concerning employees’ health man-
agement. 
In Germany, a social market economy is practiced. The principle of the free market 
is associated with a social balance. The aim of this social and economic policy model 
is "... to combine free initiative with a social progress secured by economic perfor-
mance based on the competitive economy." (Müller-Armack, 1976 - translated by the 
author). Social market economy and growing environmental issues are increasingly 
determining corporate social responsibility, leading to policy-specific regulations to 
ensure the health and well-being of all employees. This contextual background is 
shown in section 1. In doing so five areas related to health care management were 
outlined, which in varying degrees of intensity influence the daily decisions and pri-
orities. 
In section 2 these five areas are applied to the specific case of German general practi-
tioners’ surgeries. First, a description of the structure and size of German general 
practitioners’ surgeries is given, and then the German national prevention strategy 
(§ 20d SGB V) and the prevention act (PrävG, 2015) as well as other health man-
agement related regulations are presented. An explanation of the significance for the 
employees is given.  
Walter (2007) conducted a study on quality management and standardization of 
health management goals and procedures. In this study twelve goals for corporate 
health management in four principal areas are defined. This framework is used in the 
present research to anchor questions of health management. Walter (2007) evaluates 
management practices in small and medium-sized enterprises and recommends pro-
moting the improvement of well-being and general health at work as a step towards 
an integrated and comprehensive health management system.  
The subsection “Diseases and disease prevention at workplace” takes a closer look to 
this goal. There are five main groups of diseases which are arranged and classified 
according to the International Statistical Classification of Diseases and Related 
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Health Problems (WHO, 2016) catalogue of the World Health Organisation (Interna-
tional Statistical Classification of Diseases and Related Health Problems, 2016). For 
these classifications validated statistical data is available (i.e. the number of absent 
days caused by the respective disease). Three of these five groups are finally used to 
derive concrete activities for the physician’s assistants. 
The last subsection applies the general decision-making model to the specifics of 
general practitioners’ surgeries thus to assist health management decision-making 
and prioritising. 
Section 3 of this chapter transforms the points above into research questions. And 
finally, the last section gives an overview of the following chapters. 
2.1 Contextual Background 
The following five areas form the context background and reflect the social, the op-
erational, the economic, the medical and the management point of view. They are the 
basis for the systematic literature review in chapter 3. 
2.1.1 Area 1: General health care management  
The idea of health care management means that the health of the population can be 
sustained, encouraged and managed through social and social policy measures. This 
also includes political measures which affect health management for the whole socie-
ty. The political rules change regularly, influenced by different stakeholders. They 
are subject of a comprehensive social security code of the German government legis-
lation (SGB I-XII, which is the social security and welfare legislation). 
There are two issues that have emerged in recent years: the demographic change and 
the German national prevention strategy. The latter arises from the so-called Preven-
tion Act (PrävG, 2015), which is a law on strengthening of health promotion and 
prevention. The intention is to develop measures to prevent diseases (prevention), 
and to promote health and early detection. 
The demographic change in Germany consists of an older society and older employ-
ees in companies. The present retirement age is still rising (OECD; Pensions at a 
Glance 2011: Retirement-income Systems in OECD and G20 Countries Complete 
Edition, 2011). The rate of absent days of older employees (50 or more years)  - 
evaluated on the basis of the figures of the German statutory health insurances - 
tends to be higher than the one of younger employees (Brussig and Ahlers, 2007). 
Therefore, companies have to care more about the health of their employees to keep 
the absence caused by sickness as low as possible.  
The Prevention Act (PrävG, 2015) extends and modifies the SGB as it picks up on 
the living environments (schools, day-care centres, businesses, nursing homes) of the 
population and develops coordinated concepts tailored to these environments ("set-
Doctorate in Business Administration  15  
 
DBA Cedric Ballin  
ting approach”). Physicians can make recommendations for prevention and inform 
about services from providers as adult education centres, sports clubs and fitness 
centres. The health insurance companies fund prevention courses, if the courses fulfil 
the quality standards of the statutory health insurance for §20 SGB V. 
2.1.2 Area 2: Corporate health management  
While general health care management is the responsibility of the entire society, 
Corporate Health Management focuses on health and health promotion at work. 
Occupational health protection deals with the effects of work on the health of work-
ers. The aim is the prevention of work-related health problems and the prevention of 
occupational diseases. The statutory basis is the German Occupational Safety and 
Health Act (ArbSchG, latest amendment 2015) by which the employer is obliged to 
take the necessary measures of occupational health and safety, monitor their efficacy 
and, if necessary, adapt them (§ 3 ArbSchG). The work must be designed in such a 
way as to avoid a threat to life and to physical and psychological health and to mini-
mize the remaining risks (§ 4 (1) ArbSchG). It is distinguished between prevention 
of the circumstances and behavioural prevention. 
The prevention of circumstances deals with the working environment and working 
conditions. The employer has to assess the dangers emerging from handling hazard-
ous substances, exposure to noise as well as the risks of physical and psychological 
stress and to eliminate or reduce these by appropriate measures. 
Behavioural prevention aims at the behaviour of the individual employee. Infor-
mation on health hazards and health-promoting behaviour is intended to prevent dis-
eases. 
The German Act on Occupational Health and Safety Professionals and other occupa-
tional safety and health professionals (ASiG, last amended in 2013) regulates the 
appointment of occupational physicians, safety engineers and other specialists in 
occupational safety. Big organisations and companies with more than 250 employees 
have their own occupational physicians who work fulltime for the company. An or-
ganisation with more than 51 employees has to engage an occupational physician. 
For smaller companies there are special regulations according to the regulations of 
the German Social Accident Insurance (DGUV). According to this, the entrepreneur 
with less than 51 employees after a motivation and information training can limit the 
safety-related care by an external freelance specialist for work safety or intercompa-
ny services to self-determined needs. 
The management of health and safety measures - i.e. planning, organization, imple-
mentation and control - is not a voluntary entrepreneurial initiative but based on legal 
requirements. Only when it comes to the health-promoting design of jobs, workflow, 
structures and organization is it justified to speak of a company's health management. 
16    
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2.1.3 Area 3: Business performance and quality in health management 
With the introduction of an occupational health management system, it soon became 
clear that good health, work satisfaction and a pleasant working climate could be 
success factors for more quality, higher performance and improved competitiveness. 
As a further goal of the company's health management, it was also desirable to prove 
the success of the business by means of suitable key indicators according to Badura, 
Greiner et al. (2008). 
Several big sized companies as stated by Webendörfer (2011) started their own 
health management programs independent from governmental initiatives. The use of 
health management can lead to a competitive advantage. Following Maar, Fricker et 
al. (2011) professional health care management is likely to benefit for all organisa-
tions regardless of their size. 
But other scientific findings on effects of workplace health promotion interventions 
are contradictory. Some researchers (Kallestål eds, 2004; Ozminkowski et al., 2002; 
Pelletier, 1993 – cited in Larsson, Landstad and Vinberg, 2009) cannot confirm a 
relationship between investments in workplace health promotion and performance 
improvements; others (Aldana, 2001; Jensen and Roos, 2005 – cited in Larsson et al., 
2009) see strong correlations between health-related activities and productivity. 
The number of absence days has proved to be the most important indicator for meas-
uring the effect of health management measures according to Grobe, Dörning et al. 
(2011). In Germany validated data of absence days is provided by health insurance 
companies. 
2.1.4 Area 4: Diseases and disease prevention at the workplace 
This area shows the medical view of occupational health management. A distinction 
is made here between the disease-causing, symptomatic view (pathogenesis) and the 
health-promoting view (salutogenesis). According to Helmenstein, Kleissner et al. 
(2004) the term salutogenesis was introduced by Antonovsky (1997) as opposed to 
the classical concept of pathogenesis which deals with trying to treat diseases and the 
causes. Whereas salutogenesis is based on the principle of "staying healthy despite 
stress and strain" and the prevention of ill-health, pathogenesis is more concerned 
with "suffering from stress and strain" and the treatment of ill-health. While the clas-
sic treatment model only seeks the absence of disease, the wellness model sees the 
complete well-being as a goal of health promotion. 
The salutogenetic conceptions have significantly influenced the conceptions of pre-
vention. While the classical treatment model focuses on the risk factors that cause 
disease (left part of Figure 1), the wellness model also involves the recognition and 
strengthening of health-enhancing factors and resources (left and right part of Figure 
1). 
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Figure 1: The salutogenetic conception – source: Hertel,  1992 cited in Helmenstein et 
al. (2004) 
For this research, diseases which most frequently cause absent days according to 
health insurance statistics (Grobe, Dörning et al., 2011) are distinguished as follows: 
• Musculoskeletal disorders 
• Mental disorders 
• Diseases of the respiratory system 
• Injuries at the workplace 
Fields of action and prevention relevant for the promotion of health and well-being at 
the workplace are distinguished according to the guidelines of the German govern-
ment health insurance (Handschuch, Schreiner-Kürten et al., 2015): 
• Nutritional behaviour 
• Physical movement 
• Coping with stress 
• Drug prevention 
It is characteristic for all four fields of action that they interlock health-promoting 
work organization and health-promoting work and lifestyle. 
While treatment of diseases is largely regulated, preventive measures are based on 
voluntary action of both the employer and the employees. Before integrating preven-
tive measures into long-term health management, it is recommended to examine each 
of them with regards to effectiveness and degree of participation and acceptance.   
2.1.5 Area 5: Decision-making  
Many measures such as nutritional counselling, physical movement or even vaccina-
tions can be taken by companies to prevent illness and thus improve their health 
management (Sockoll, Kramer et al., 2006). These measures vary in effectiveness, 
expense and acceptation by the employees.  
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As a rule, all proposed measures improve health management. However, resources 
are generally limited since not all measures can be implemented and conflicting ob-
jectives exist. For example: Should measures that are unpopular and inexpensive but 
effective - e.g. avoidance of alcohol abuse – rather be promoted than measures that 
are popular, but more expensive but may not be effective – e.g. yoga classes in the 
lunch break? But objectives cannot only lead to conflicts, they can strengthen each 
other and be complementary, also. Thus, an increase in physical mobility often leads 
to a reduction in stress levels. 
Decision-making means to choose between evaluated alternatives. Alternatives, i.e. 
all measures for health promotion, are compared with each other and evaluated from 
the point of view of the different decision criteria acceptance, effectiveness and cost 
level. The ranking of the individual alternatives is used to recommend a priority im-
plementation. 
The process of decision-making is the core of this research. All collected theories 
and data are used to construct a concept, which can be used to optimize and prioritize 
the health management in line with the relevant objectives.  
Figure 2 shows a multi-criteria decision-making process and visualizes how the 
whole research will lead to a concept for the development of a priority list. Following 
Roy (1981), cited by Ishizaka and Nemery (2013), development of a priority list is a 
typical ranking problem: “The options are ordered from best to worst by means of 
scores or pairwise comparisons, etc. …” (Ishizaka and Nemery, 2013, p. 3). 
First step in the process is to develop the decision criteria. For this, it is necessary 
that there is a great participation of the stakeholder; especially it is important that the 
employees who are important stakeholders are included. The stakeholders should 
also be involved in defining the weighting, which determines how relevant a decision 
criterion is for the achievement of the goal. To determine the extent to which an ob-
jective has been met, it is necessary to determine how this is to be measured or, if 
measurement is not possible, which indicators display the degree of goal achieve-
ment. 
The right branch in Figure 2 is concerned with the development of alternatives and 
options. The first step is to generate a vast range of alternatives to allow the scope for 
action and decision-making being as complete as possible. In the next step, the alter-
natives are reduced to a manageable quantity by determining their feasibility. What 
remains are realistic alternatives. Finally, the extent to which a realistic alternative 
meets each decision criterion is evaluated by means of measurements or indicators. 
The result of the assessment of each alternative for each decision criterion represents 
the attractiveness and performance in terms of the specific criterion - the ranking of 
alternatives regarding the specific decision criterion. If this scoring is combined with 
the weighting of the decision criteria, the overall scoring of the alternatives arises - or 
in the words of Ishizaka and Nemery (2013): a list of priorities. 
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Elaboration of the decision criteria 
Weighting of the decision criteria 
Measurability and indicators of 
the decision criteria 
Development of  
the realistic alternatives 
Generating a priority list 
 
Sensibility analysis 
and robustness analysis 
Evaluating each alternative 
with the decision criteria  
Implementation  
(resp. Customizing) 
Creating a range of alter-
natives 
Figure 2: The multi-criteria decision-making model 
Finally, the sensitivity analysis allows to observe how changes in weighting the deci-
sion criteria affect the order of priority. Using the robustness analysis, one can de-
termine how long the order of priority determined remains valid, considering uncer-
tainties in the weighting as shown by Ishizaka and Nemery (2013) and Zangemeister 
(2014). Implementation resp. customization of the decision-making model means that 
the practical approach is made transparent for the user and enables him to make 
changes on one’s own, e.g. for additional decision-making criteria or new alterna-
tives. 
The next section transfers the previously described model to health management de-
cisions in general practitioners’ surgeries. 
2.2 German general practitioners’ surgeries and health management 
In the following, German general practitioners’ surgeries and their specifics are pre-
sented against the contextual background presented above with a focus on decision-
making for health management. 
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Responsible for the implementation of a health management system in German gen-
eral practitioners’ surgeries is normally the owner him/herself – the general practi-
tioner. He/she is the general manager and the medical expert in one person. The phy-
sicians are not trained and experienced in management decision-making. Like com-
parable micro-enterprises they need highly standardized procedures and recommend-
ed activities. These standards should cover the entire process from identification of 
activities, the implementation of health improvement programs and the practical part 
for the day-to-day work, therefore the decision-making process itself is a key part of 
the research questions. 
2.2.1 The structure and size of German general practitioners’ surgeries 
General practitioners’ surgeries are an integral part of the German health care sys-
tem. The individual physician’s practice is usually an economic enterprise, which is 
led by a self-employed physician, as a rule the legal owner and sole holder. However, 
he/she has to practice under the legal framework and is accountable for his/her ac-
tions under the German law. 
Such a freelance activity - as other scientific, artistic, teaching or educating profes-
sions – is not a trade under German law (GewStG §2). Income earned through medi-
cal activities is subject to income tax (EstG §18). In contrast to other freelancers, 
however, medical services provided by the physician are exempted from value added 
tax (UstG § 1). The uniform regulations of approval in all federal states regulate the 
objectives, content and the duration of the training as well as examinations and ap-
proval as a physician (ÄApprO § 1). Physicians cannot be held liable for the success 
of their therapies and actions, but they can be sued for damages in the event of cul-
pable, unauthorized action (BGB § 823). In Germany, the practice of medical treat-
ments is reserved only to approved physicians. Some special activities (such as blood 
sampling for laboratory tests) can also be carried out by medical assistants (MFA) 
(see below). 
Each physician is a mandatory member of a medical chamber. As a public-law cor-
poration, medical chambers are the bearers of the professional self-administration of 
the medical profession. The Medical Chambers are organized according to federal 
states. The Federal Chamber of Physicians is the working group of the provincial 
chamber. The physicians are a member of the state chamber in which they carry out 
their medical activity. Among the tasks of the seventeen medical chambers are the 
promotion of quality assurance measures and the organization of the training of med-
ical assistants (MFAs). 
In 2015, in Germany there were around 370,000 working physicians in total, 46% of 
which female. 150,000 are working with outpatients; about 120,000 of them were 
licensed for a physician’s surgery. In total, there are some 54,000 general practition-
ers' surgeries. In addition, there are about 7,000 paediatric doctors' surgeries; the re-
maining approximately 59,000 surgeries are specialist surgeries. Following the phy-
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sician monitor on average, the general practitioner is fifty-five years old (infas, 2016, 
p. 55). The proportion of women is 44% (infas, 2016, p. 56). The average general 
practitioner’s surgery has 3.5 fulltime-jobs (infas, 2016). In the physician monitor 
there is no statement about the age structure and gender of the employees. 
In the physician's office, patients are received, advised and treated. The patients are 
divided into so-called public health patients and private patients.  
2.2.1.1 Public health patients 
The public health patients belong to the statutory health insurance (GKV) or other 
insurance (pension, unemployment, accident, and nursing insurance) of the German 
social security system. In contrast to the institutions of statutory health insurance, 
private health insurance funds (PKV) are not public-law corporations, but private 
insurance companies which reimburse their clients, the private patient, according to 
the underlying insurance contract and tariff. 
The statutory health insurance is a compulsory insurance for all employees who are 
not classified as insurance-free or who are not otherwise entitled to insurance in case 
of illness. For the treatment of public health patients, the doctor requires an authori-
zation, which means that he belongs to one of the 17 Associations of Statutory 
Health Insurance Physicians (KVs), which, according to the social act (SGB), per-
form the contractual care of all insured persons of the GKV (§ 77). The residence 
permissions for physicians who wish to participate in the health care system are es-
tablished by means of an authorization committee. They are limited and are divided 
into quotas oriented to requirements. In Germany, statutory patients can choose be-
tween more than 200 health insurance companies. The health insurance companies 
conclude contracts with the KVs, which are binding for the individual doctor. Physi-
cians do not charge the individual patient or a single health insurance, but instead 
they are obliged to a collective agreement for the respective KV area in which the 
total remuneration has been agreed on. The distribution, billing and questions of 
profitability and practice are the subject of medical self-administration within the 
framework of the funded associations (KVs). The benefits to be provided within the 
framework of the statutory health insurance are precisely defined in the social act 
(SGB) and remunerated by the health insurance funds as described above. In addition 
to these compulsory benefits, which equal for all health insurance companies, health 
insurance funds can offer supplementary benefits within the framework of elective 
rates. 
Almost every physician is licensed for social health insurance (SHI). The proportion 
of private patients in general practice is around 8%. This is supported in a study by 
infas (2016): From October to December 2015, general practitioners’ surgeries had 
an average of 150 private patients compared to 1,615 SHI-patients (p. 49, 50). In 
contrast to this low percentage of 8.5% the share of revenues of private patients (in-
cluding private supplementary offers) is around 13% following (infas, 2016). 
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2.2.2.2 Private patients 
In the case of private patients, the physicians directly charge the patients. The patient 
then usually passes the invoice onto his private health insurance (PKV), which as-
sumes the expenses within the agreed scope of the insurance contract (tariff). This is 
regulated in the Insurance Contract Law (VVG §192). In Germany, physicians are 
not entitled to free pricing. They are tied to the physicians' fees schedule (GOÄ). 
Since the GOÄ offers a certain billing margin (up to 3.5 times the rate of charge) the 
treatment of PKV patients is more lucrative than that of GKV patients. Private ser-
vices also include the so-called Individual Health Services (IGeL) - these are medical 
services which must not be covered by the health insurance funds because they go 
beyond what is considered to be adequate, appropriate and economic care according 
to § 92 SGB V.  
2.2.2 Medical assistants (MFAs) 
In addition to the doctor, the so-called medical assistants (MFA - until 2006: doctor’s 
receptionist) work in the physician's office. They are in the focus of this research. 
MFAs carry out tasks of medical assistance (e.g. blood sampling, injections, etc.) and 
take care of the practice organization (appointment agreement, billing, correspond-
ence, recipe printing, patient call, etc.). Since 2006, MFAs undergo a three-year ap-
prenticeship in the dual system (doctor's office and vocational college). Contents and 
implementation are regulated by a training regulation and an educational framework 
(KMK, 2006)  and a framework curriculum (KMK, 2005). The "Certified Specialist 
for Outpatient Medical Care" as well as the "Certified Specialist in Health Care and 
Social Work" are available as further regulated training courses. 
Although MFAs are among the largest occupational groups in outpatient care, there 
are hardly any studies on workload and health hazards. In a qualitative study, Vu-
Eickmann and Loerbroks (2016) conducted 26 depth interviews and published the 
results under the title "In the doctor´s office nothing works without us": “A high 
workload (e.g., patient emergencies, personal shortcomings), frequent interruptions 
(e.g., by telephone, urgent concerns) and multitasking (especially at the reception of 
a physician’s surgery) were found as occupational stressors. The social aspects of the 
profession (such as dealing with people, positive feedback from the patients), the 
different activities (e.g., office activity, patient contact) as well as the medical activi-
ties were identified as occupational resources. In addition, MFAs are strongly dissat-
isfied with their low salary and often lack recognition by employers and society.” 
(translated by the author). 
The latest current health report (BMG: Health system facts, 2016, p. 97) shows that 
678,000 persons work as doctors’ receptionists and assistants, of which 417,000 are 
medical assistants (MFAs). Of these, an estimated 194,000 work in general practi-
tioners’ surgeries, with 98.3% of MFAs are being females. The average age is 39.3 
years. 
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2.2.3 Competition of medical service offers 
At first glance, the market for medical services appears to be regulated. From the 
perspective of the general practitioners' practice, however, the following competitors 
exist: 
 Group practices and practice sharing (18%): generally, offer a wider range of 
products and can organize resources more economically. 
 Specialists’ surgeries (21%): concentrate on their specialist area, can stand-
ardize their work processes better and spend less time on economical not so 
interesting house visits. In addition, the number of patients treated on average 
per day is significantly lower. 
 Medical care centres (15%): bundling of medical specialists for different 
fields allows a wide range of services and high competence. Lean organiza-
tion may bring economic advantage. 
In brackets, the percentage share of private revenue following infas (2016) is shown 
as an indicator of competitiveness (GPs - 13% - 2.2.2.1). The decision for a certain 
practice, especially in the case of non-compulsory preventive services, is strongly 
influenced by friendliness of the MFAs.  
2.2.4 Area 1: General health care management 
The focus of this research is on the free-practicing general practitioners with their 
own practice. The name "general practitioner" indicates the holistic approach that 
he/she provides the health care regardless of the age, sex, illness, organ of the pa-
tient, and, if necessary, passes it on to a specialist. As a rule, the general practitioners 
in the German health care system are, in addition to the pharmacies, the first point of 
contact in medical matters. From the point of view of health management, this re-
search is not concerned with the purely medical services, but only the so-called pre-
ventative services, which are appropriate to prevent diseases, and which have a bene-
ficial effect on health. 
As described in Regus (2012), the prevention services are divided into two catego-
ries. The first category is the so-called health screening (secondary prevention) for 
the early detection of diseases such as, for example, blood glucose, cholesterol, blood 
pressure, etc. They are not the subject of this research since they cannot be attributed 
to health management as purely medical activities. This study focuses on the second 
category, the so-called behavioural health risks (primary prevention), such as dietary 
advice or smoking cessation. A third category is tertiary prevention, which is also 
not the focus of this study. Tertiary prevention is aimed at preventing the conse-
quences of a disease or its progress (Schwartz and Walter, 2003, p. 189). 
 „In many respects, the physicians are in a favourable position for a commitment to 
behavioural prevention (primary prevention): their comprehensive knowledge of the 
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patient and his/her social living conditions, as well as the possibility of long-term 
care, increase the success prospects of consultation. “(Regus, 2012, p. 29ff – translat-
ed by the author). On the other hand, the doctor often lacks the time for the consulta-
tion. Only 9% of the physicians surveyed gave a clear "yes" to the question about 
sufficient temporal resources according to (Regus, 2012). Most physicians are will-
ing to delegate measures of primary prevention to MFAs. This is of importance for 
this research: 
 If primary prevention is carried out by the MFAs themselves, the likelihood 
that health management will improve in one's own general practitioner’s of-
fice is increasing since it is assumed that counselling other persons also has a 
repercussion on their own health behaviour. 
 As described in subsection 2.1.1 (General health care management), primary 
prevention measures can also be provided by other organizations than physi-
cians' offices within the framework of the prevention law. If the MFAs gain 
competence in this area, the range of services offered by the individual gen-
eral practitioner's surgery can be expanded and a competitive advantage (pro-
fessional competence) can be achieved. 
 Within the context of the setting approach of the national prevention strategy 
(2.1.1) primary prevention services are also to be provided in places other 
than physician's practice. If the MFA accepts the delegation of primary pre-
vention as her task, the services of general practitioners' practices can also be 
provided by the MFAs in other places (e.g. nursing homes, schools, etc.). 
This would also be compatible with the training and training measures men-
tioned above. 
 As stated at the beginning of this section, GPs are obliged to attend house vis-
its. A part of these home visits, especially when primary prevention is com-
bined with measures of secondary and tertiary prevention, can then also be 
exercised by the MFAs to relieve the general practitioner. 
These points are directly related to the research question because they influence the 
preference for certain preventive measures: 
- Which of these measures are already practised and which are preferred by the staff 
of the general practitioners’ surgeries? 
2.2.5 Area 2: Corporate health management 
Following the recommendation of the European Union Commission (2003) the typi-
cal German practitioner’s surgery is classified as micro-enterprise: Less than 10 em-
ployees and maximum revenue or total assets of two million Euro. On average, the 
individual general practitioner’s surgery has 3.5 full-time employees (infas, 2016, p. 
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47). The small size frees the employer, namely the doctor, but not to design the work 
in such a way as to avoid a threat to life as well as to physical and psychological 
health and to minimize the remaining risks (2.1.2). But in contrast to large compa-
nies, general practitioners’ surgeries are not obliged to engage an occupation physi-
cian or to use professional occupational health care services. 
If a doctor decides to introduce a health management system, often from the idea of 
an exemplary function, they are by no means as much resources available as in larger 
companies. To act economically, the use of standards and patterns is recommended 
by Walter (2007). She proposes the following objectives as a standard for small and 
medium-sized enterprises: 
• Development and permanent anchoring of the management system 
• Strengthening the social capital and human capital 
• Improvement of well-being and health 
• Improvement of productivity, quality and profitability 
Walter's proposal was designed for small and medium-sized enterprises with the idea 
of high-level standardization. Especially for small and medium-sized enterprises, the 
standardization idea is of immense importance, since "the standard setting helps to 
improve the intra- and interprofessional cooperation in occupational health manage-
ment and thus the effectiveness and efficiency in occupational health management 
has increased " (Walter, 2007, p.130 – translated by the author). The concept's viabil-
ity has been evaluated in several small and medium-sized enterprises, and since there 
is no comparable standard for micro-enterprises, Walter's approach to general practi-
tioners’ surgeries has been adopted. This was even more obvious to general practi-
tioners’ surgeries since the standard was designed as a guideline. "The term ‘guide-
line’ deliberately expresses the orientation towards the concept of medical guide-
lines. " (Walter, 2007, p.129 – translated by the author). 
Regarding the size, a concession was made: A general practitioner’s surgery does not 
have a sprawling management system, so that the establishment of operational policy 
conditions and the structure of the framework conditions are essentially the person of 
the physician. However, they should not see health management as a one-time activi-
ty, but rather an usual permanent management procedure (Schirrmann, 2017).  
The social capital and the human capital of a medical practice are essential factors 
that influence work satisfaction and motivation. Starting with job design, the design 
of the workflow, teamwork and the development of a vision, and personal health 
potentials are striven for. The improvement of well-being and health includes both 
increasing psychosocial well-being, improving physical health, and reducing risk 
factors. At the last point, a purely medical risk factor, such as risk of infection or 
radiation exposure, and the general risk factors such as high blood pressure and obe-
sity are distinguished for a general practitioner’s surgery. The purely medical risk 
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factors are not the subject of this research, since they are regulated in labour protec-
tion legislation. The improvement of productivity, quality and profitability will be 
dealt with in the next subsection. 
Usually, the first step in the introduction of a health management system would be to 
build up and establish permanently a management system, and then the creation of 
social and human capital through job and workflow design. For general practitioners’ 
surgeries, however, this study suggests that the first step is to promote personal 
health potentials. This is explained in more detail in the section “Deriving priorities 
for general practitioners’ surgeries” (cf. 3.3.3) and by the in-depth interviews with 
physicians. 
Transferring the concept for the goals and results of a health management system 
designed for small and medium-size enterprises to micro-enterprises the following 
research questions arise: 
- What interactions should the general practitioner (as owner) consider if he/she wish-
es to set priorities for the introduction of a health management system? 
2.2.6 Area 3: Business performance and quality management  
The Balanced Scorecard (BSC) has proven itself as a tool for measuring the perfor-
mance of organizations following Kaplan and Norton (1996). To assess performance, 
the organizations are examined in four distinct aspects: 
 Human resource perspective 
 Quality and process perspective 
 Customer perspective 
 Financial perspective 
The human resource perspective is the main starting point for this research. It covers 
the qualifications and the competencies of the MFAs as well as their motivation, 
commitment and work satisfaction. The parameters of the quality and process per-
spective are largely defined in the Quality Management Guidelines (QM-RL) for 
SHI-accredited physician published by G-BA. The Federal Joint Committee (G-BA) 
is the highest decision-making body of the joint self-government of physicians, den-
tists, hospitals and health insurance funds in Germany. The primary goal is to 
achieve a permanent increase in quality in patient care. In addition, quality manage-
ment should also help to increase the satisfaction of all parties involved in the pro-
cess; In general practitioners' practice, those parties involved in the process are the 
MFAs. Within the next three years (until 2019), the SHI-accredited physician is 
obliged to introduce and refine methods and tools for increasing the structure, pro-
cess and result quality (Bundesanzeiger, 2016, p. 12). The customer perspective in a 
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general practitioner’ surgery is the patient's perspective. While the quality manage-
ment guidelines mainly focus on medical quality (e.g. therapy success, error preven-
tion, hygiene measures, etc.), patient satisfaction is more likely to be attributed to the 
practice organization, waiting times and workflows. A prominent level of patient 
satisfaction suggests more private patients (cf. 2.2.1), whose share improves the fi-
nancial perspective. There are fixed regulations for the financial framework of a 
general practitioner's practice. These apply to both the income and the cost side. As a 
result, profitability can only be substantially increased by the productivity or propor-
tion of private patients. 
The general environment in which the author operates, confirmed by numerous dis-
cussions with general practitioners outside this research, reveal the overall relation-
ships are as follows: Primary prevention measures are part of human resource man-
agement. First, a reduction in missing days is expected. In this way, they directly 
affect productivity thus the financial performance. If the number of absent days in-
creases, more efforts must be made for the same service (e.g. remuneration of substi-
tutes). Conversely, fewer absent days lead to a higher productivity (higher patient 
throughput). An increase in the absenteeism also has a negative effect on quality and 
processes. If the absent days are compensated, for example, by increased use of col-
leagues, the error probability increases because the workload of other team members 
increases and thus the risk of inaccurate treatment increases as stated by Gehring and 
Schwappach (2014). There is also less time for patient information and enlighten-
ment, a quality aspect that is explicitly required by Quality Management Guidelines 
(QM-RL) for SHI-accredited physician following G-BA (Bundesanzeiger, 2016). 
Absent days directly affect the customer satisfaction, which means patient satisfac-
tion: Waiting times are prolonged, the agreement of treatment appointments is im-
paired, and the patients do not find their usual environment. This is a situation that is 
particularly difficult in the case of sick people. 
The performance-relevant reduction of absent days is directly related to the research 
question: 
- What research studies indicate a strong link between measures of health promotion 
and a direct result in reduction of absenteeism? 
But not only the missing days, but also other indirect, performance-relevant effects 
of the promotion of personal health potentials should be considered. As a rule, prima-
ry prevention measures also lead to more satisfied and motivated employees, a better 
working environment and a lower level of stress (Bruch and Kowalevski, 2013). 
However, the prerequisite here is that the employees, namely the MFAs, are involved 
in the planning of the measures and accept them. Again, these interrelationships are 
taken up in the afore mentioned research question: 
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- Which of these measures are already practised and which are preferred by the staff 
of the general practitioners’ surgeries? 
A detailed discussion of the performance relationships beyond the primary preven-
tion measures can be found in chapter 7 “Discussions”. 
2.2.7 Area 4: Diseases and disease prevention at the workplace 
Already in subsection 2.1.4 "Diseases and disease prevention at the workplace" the 
diseases, which mainly lead to absent days, were presented. In addition, it has been 
shown which health-promoting measures may help to prevent these diseases. This 
section deals with the specific features in the medical practice, as described, for ex-
ample, in the ‘Round table’ publication (Runder Tisch Hannover a, 2014) or Steinert 
and Wittmann (2010). Compared to other services in the non-medical sector, the ac-
tivity in medical practices is as follows: 
 Higher risk of infection (aero gene infections, contact and lubrication infec-
tions) 
 More skin diseases (frequent hand washing and wearing of protective gloves 
strain the skin, so-called dampening work) 
 Higher risk of injury, e.g. by so-called needle-stick injuries (Hepatitis B and 
C, HIV) 
 Higher risk of contact with hazardous substances (medicines, disinfectants, 
bio-waste, ...) 
Except for the first point (infection risk), all measures are not part of the health man-
agement in a strict sense. They must be treated according to the statutory rules for 
occupational health and safety. Therefore, the prevention measures referred to in 
subsection 2.1.4 need not be specifically extended from the point of view of a gen-
eral practitioner’s surgery. However, disease prevention by vaccination is of im-
portance in medical practice. The risk of infection is particularly high through con-
tact with the patients. Infectious diseases are a good example of the fact that one and 
the same disease can contribute to both absenteeism and presentism. Whereas absen-
teeism means to be absent from the workplace caused by illness, presentism means to 
be present at the workplace despite illness (Steinke and Badura, 2011). The conse-
quences of presentism are often worse than those of absenteeism. If e.g. employees 
with flu go to work, the risk of infecting other employees and patients increases, they 
are limited in performance and productivity and finally they endanger their own 
health in the long term. 
Compared to other non-medical service companies, general practitioners’ surgeries 
have the advantage that, as a rule, the know-how for primary prevention is in the 
home. Figure 3 shows the results of a study on the role of GPs in primary prevention 
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(Regus, 2012). According to this, the physicians (N=274) particularly value their 
own consultancy competence for two of the prevention areas selected in subsection 
2.1.4: physical exercise and nutritional behaviour. Over 80% value their consultancy 
skills on "physical exercise" with "very good" or "good". Almost 80% have the same 
self-assessment on "nutritional behaviour". 
This self-assessment of the general practitioners should not be overlooked when 
drawing up a prioritized approach to health management. 
Within the prevention measures nutrition and physical activity there are different 
forms and variations. So, physical activities may be carried out directly at the work-
place or in the gym. In chapter 2 "Literature Review" the different forms and corre-
sponding studies are recorded. The diverse sizes of organizations and companies 
must be considered, too. 
 
 
Figure 3: Self-assessment of the consultancy competence of the general practitioners 
in the most important primary prevention areas - source: (Regus, 2012) 
2.2.8 Area 5: Decision-making 
Decision-making itself is a part of the day-to-day activities for physicians' practices. 
One of the typical decision-making situations is the decision to become self-
employed and decide to establish a practice. While the founding the medical and in 
the further course of operating the office, location, investment, financing and person-
nel decisions are to be taken. And in the exercise of the medical activity itself, deci-
sions for diagnosis and therapy belong to the workplace. 
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Much less experience has general practitioners’ surgeries in long-term strategic deci-
sions such as marketing activities, leadership concepts and, indeed, health manage-
ment as part of human resource management. For a decision-making procedure to be 
used in a general practitioner’s surgery, it should meet the following requirements:  
 Low expenditure on time and easy to handle. General practitioners, working 
in solo practice, have already the highest workload with an average of 53.6 
hours per week compared to other practice forms. For the guidance of the 
practice team remain only 1.6 hours per week, for other activities 2 hours per 
week  following (infas, 2016). 
 Well-founded, transparent, evident and suitable be integrated into the guide-
lines for prevention (GKV-Spitzenverband, 2014). 
 Little bureaucracy: presently physicians and MFAs have to deal with 21 legal 
regulations and statuary requirements for employee and patient protection 
(Runder Tisch Hannover b, 2014).  
 Standardized but adaptable both to the physician’s own decision criteria and 
alternatives for measures. 
The proposed procedure as outlined in the decision- making model shown in Figure 2 
could fulfil the requirement by elaboration of the priorities list for health promotion 
activities and human resource management. The elaboration of the priorities list fol-
lows the multi-criteria decision-making model shown in Figure 2. The author pro-
poses, that the most important decision criterion is the acceptance of the measures by 
the MFAs, followed by the cost forecast and the assessment of effectiveness. The 
great number of possible primary prevention measures are analysed individually and, 
by using exclusion criteria, compressed to the realistic and manageable number of 
ten alternatives. 
In the last step, however, the implementation, there is a specific feature that should 
be considered. As described in subsection 2.2.5, general practitioners are obliged to 
carry out quality management. In this step of the decision-making model, it is there-
fore necessary to examine whether the health management of the general practition-
er’s surgery should be embedded into this concept or whether it should be designed 
as a "stand-alone concept" with an interface to quality management. 
A central issue for the general practitioners is the question of how, with their tight 
time budget and the high workload, they can develop a viable concept for primary 
prevention within the framework of mandatory quality management, which can also 
be implemented quickly and meets expectations  to a company health management. 
This includes the reduction of absences and possible performance improvements 
through the concept. This expectation is the focus of the concept of priorities to be 
developed. 
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2.3 Research questions and the way to answer them 
The following research questions derived from the issues identified and are discussed 
in the sections above: 
1. What research studies indicate a strong link between measures of health promotion 
and a direct result in reduction of absenteeism? 
2. Which of these measures are already practised and which are preferred by the staff 
of the general practitioners’ surgeries? 
3. On what basis can the implementation of these activities be prioritized by a multiple 
criteria decision-making model, which considers relevant stakeholder perspectives? 
4. How can the procedure of decision-making be adapted to the specific conditions of 
an individual general practitioners’ surgery? 
5. What approaches should the general practitioner (as owner) consider if he/she wish-
es to set priorities for the introduction of a health management system?  
The first question is answered mainly by a systematic literature review, which not 
only reveals the relevant primary prevention studies, but also examines them in an 
overall concept that provides a link between HR practices such as health manage-
ment and organizational performance. The identified areas of promoting personal 
health potentials (primary prevention) are broken down to concrete and practicable 
proposals, which are used in a questionnaire for an employee attitude survey to an-
swer the second question. The third question regarding priorities is answered by 
means of standardized multi-criteria decision software. The results from the literature 
analysis, the MFA survey as well as the interviews with physicians are considered. 
The sensitivity and robustness analysis provide a first approach to develop adaptive 
possibilities of the model assumptions for practice-specific conditions and thus to 
answer the fourth question. In answering the last question, the interviews with the 
physicians play a crucial role by discussing the extent to which the proposed health 
management measures can be integrated into a quality management concept. 
2.4 Overview: The chapters of this research 
The chapter Literature review contains three main topics: absenteeism, performance, 
and implementation. Models and activities to reduce absenteeism are discussed. They 
show determinants of absenteeism and open up a deeper understanding. A compre-
hensive literature review identifies the health management measures, in particular 
those of primary prevention, for which a reduction in absence is provable. Next sec-
tion is about embedding the targeted prevention measures as a HR practice in a theo-
retical framework that discusses the relationship between HR practices - psychologi-
cal contract - organizational performance, especially in general practitioners’ surger-
ies. The priority concept as a result of a decision-making process and its references to 
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the psychological contract are discussed as an essential prerequisite for implementa-
tion, so that the expected reductions in absences and hoped-for performance increase 
may take place. 
The chapter on Methodology focuses on the multi-criteria decision-making model 
presented in Figure 2. While in the literature search the greatest possible variety of 
alternatives was chosen, the alternatives for a general practitioner's surgery are fo-
cussed to ten measures, the success of which can be substantiated. These measures 
are used as core items of the MFA survey.  
Firstly, a questionnaire for the MFAs was developed using the multi-criteria deci-
sion-making model for acceptance of measures of promotion personal health poten-
tials (primary prevention) i.e.: the cost structure and the expected effectiveness of the 
measures are elaborated. This forms the prerequisites for creating a list of priorities. 
For this purpose, a number of software products are available. M-MACBETH 
(Measuring Attractiveness by a Categorical Based Evaluation Technique) was decid-
ed upon most suitable. Finally, a semi-structured questionnaire was developed for an 
in-depth, face-to-face interviews with general practitioners. 
In the chapter Research Findings of the MFA Survey, the results of the evaluation of 
questionnaires are presented, analysed and interpreted. The questionnaire consists of 
three parts. Part 1 is about demographics, Parts 2 is about the general practitioner’s 
surgery, Part 3 is about delving into the issue of health management. In addition to 
the descriptive evaluation of measure preferences, hypotheses about relationships are 
tested for significance, such as: “Have MFAs of general practitioners’ surgeries with 
existing health activities other preferences than those without?”, "Do the preferences 
of MFAs with up-to-date vaccination status differ from those MFAs with an incom-
plete vaccination status?". The different preventive measures allow groupings and 
give arise to questions such as "What is the share of MFAs with low/high movement 
preference with low/high nutritional preference?" or “Is there a correlation between 
the preference for movement and that for healthy nutrition?”. 
The findings of the MFA survey would form a basis for the introduction of health 
management activities, as the acceptance and the resulting motivation are decisive 
for the success. In the chapter Research findings for the development of a priority 
concept, costs and effectiveness are added to this employee perspective as further 
stakeholder interests. An assessment of the expected costs and an assessment of the 
effectiveness are therefore made for each of the ten recommended measures. With 
these inputs, a priority list is created in accordance with the multi-criteria decision-
making model presented in Figure 2. A sensitivity analysis and a robustness check 
are carried out with the aid of the M-MACBETH software before an implementation. 
This is done to check whether the order of priorities varies with a change in 
weighting (sensitivity) or with possible differences in assessment (robustness). 
The Discussion starts with the last step of the multi-criteria decision-making model, 
the implementation. The concept proposed as a standard is discussed regarding its 
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adaptability to the individual general practitioner's surgery. Physicians were inter-
viewed regarding three basically different approaches for the implementation of this 
concept onto the management system of general practitioners’ surgeries. Recom-
mended measures can be realised in form of single initiatives, as a first step to an 
introduction of health management or as part of the existing quality management.  
Based on the "target system of health management in general practitioners’ surger-
ies", the contribution of the goals of the proposed measures will be discussed. Like-
wise, the results and their anchoring in the theoretical framework HR Practices - psy-
chological contract - organizational performance are discussed. The framework itself 
will be extended by current developments in the field of MFAs and the reorientation 
of general practitioners’ surgeries. 
The chapter on Conclusions starts with a presentation of the contribution to 
knowledge in the categories empirical research, methodology and practice about 
German general practitioners’ surgeries. It also mentions the limitations of this study. 
Furthermore, for the developed concepts it is shown to what extent they can be trans-
ferred to other work areas of MFAs and which transfer possibilities are considered 
for use in SMEs. 
2.5 Summary 
The aim of this first chapter was to break down a general view of health management 
on the environment of a general practitioner’s surgery, focusing on the specific con-
cerns of primary prevention of MFAs. It was pointed out that the measures for prima-
ry prevention in the vocational and professional field of MFAs play a special role in 
comparison to almost all other fields of work and activity. They can be part of the 
competence of the MFAs and be perceived by them. 
Thus, promoting health as a component of health management can make a significant 
contribution to the performance of a general practitioner’s surgery. This was demon-
strated and clarified by the four perspectives of the Balanced Scorecard (Kaplan and 
Norton, 1996). 
It was also shown which measures are fundamentally suitable for disease prevention 
and which specific features such as an increased risk of infection and contamination 
exist for MFAs. Due to the small size of general practitioners’ surgeries, illnesses can 
lead to significant disruptions of the practice and even endanger the safety of pa-
tients. 
To be able to select and prioritize possible measures systematically and transparent-
ly, a multicriteria decision making model was introduced. In the following, it serves 
as a common thread that gradually leads to the development of a priority concept. 
Five central research questions are related to this model. 
Which measures might be expected to reduce sick leave days - one of the possible 
main goals of health management - is the topic of the following chapter. It not only 
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offers a systematic literature search, but also arranges the results in relevant target 
systems and process models. 
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3. Literature review 
In this thesis, the author sets out to develop a priority concept of activities promoting 
personal health potentials for German general practitioners’ surgeries. It is a health 
management measure that is implemented in a micro-enterprise and should lead to a 
reduction of absenteeism and an increase in performance. From these points of view, 
the existing literature is reviewed. 
Section 1 “Models and activities to reduce absenteeism” explains the general theoret-
ical framework and background. The central importance of motivation was early 
analysed by Rhodes and Steers (1978) in their "model of employee attendance." It 
examines numerous other influencing factors, including health, its impact on attend-
ance, and thus the performance. The author has therefore decided to use this model 
for a fundamental discussion of the conditions in German general practitioners’ sur-
geries. The modified model of Rhodes and Steers,  the "causal model of absentee-
ism" (Brooke, 1986), is particularly important for MFAs, as it sees primary preven-
tion not just as a way to improve health status and thus reduce absenteeism, but also 
takes into account changes in role understanding and work organization circumstanc-
es. As part of health management, the last sub-section focuses on primary prevention 
measures that lead to a demonstrable reduction in absenteeism and which can be used 
by general practitioners’ surgeries that do not have any HR departments and capaci-
ties.  
The targeted measures to promote personal health potentials are common HR prac-
tices. Section 2 "A framework to increase performance in micro-enterprises" exam-
ines the impact of HR practices on organizational performance. The focus is on 
SMEs and within this group on micro-enterprises. Looking for HRM theories for 
SMEs, one quickly realizes that this area is under-researched and, because of its 
many peculiarities, creates difficulties for common HR theories. Atkinson (2005, 
2008) therefore recommends personnel contract theory by Rousseau (1989) as a suit-
able framework that can be used for analysis regardless of size. The examples given 
in the literature focus on small and medium-sized enterprises. This section looks at 
how in a micro-enterprise, such as the physician's surgery, introducing primary pre-
vention measures can influence components of the psychological contract. To discuss 
the overarching employment relationship, a more comprehensive framework linking 
HR practices, psychological contract, and performance is used (Katou, 2013). This 
framework, which uses a confirmatory factor analysis, identifies the variable "main-
tain high level of attendance" - known from the Rhodes and Steers model (1978) - as 
the main driver of employee's transactional obligations, so that general practitioners’ 
surgeries has a promising approach here.  
The transfer of HR practices from theory into practice is recognized as the "imple-
mentation gap" by many HRM researchers. This area, subject of Section 3, is also 
under-researched. Considerations for the fulfilment of the psychological contract as 
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well as the development of the priority concept and its implementation are contribu-
tions to closing this gap. The basis for this is participative decision-making concept 
and a standardization proposal for health management in SMEs developed by Walter 
(2007). 
3.1 Models and activities to reduce absenteeism 
The Rhodes and Steers model (1978), which will be presented at the beginning of 
this section with reference to MFAs, combines, as stated by Brooks (1986, p. 346), 
two forms of absenteeism in one model, voluntary and involuntary absenteeism. It is 
assumed that the determinants of attendance motivation correspond to voluntary ab-
senteeism, while the ability to attend is more associated with involuntary absentee-
ism.  
The focus on Brooke's “causal model of absenteeism” (1986) as a modified model of 
Rhodes and Steers, which is discussed in sub-section 2 also with reference to MFAs, 
is on voluntary absenteeism, which is discussed in its dependence on the factors of 
satisfaction, job involvement, commitment and health status as well as alcohol in-
volvement. In the relationship between health status and (voluntary) absenteeism, the 
mental aspect of health and well-being is therefore more important.  
Involuntary absenteeism, which is caused primarily by physical disease, is treated in 
the third sub-section. Based on the symptoms of these diseases, which contribute the 
most to absences in Germany, measures are researched which demonstrate a reduc-
tion in absence in the context of health management and primary prevention. These 
measures form the basis for the data collection for the MFA survey. 
3.1.1 A model of employee attendance 
The management of absences and attendance, a core theme of this work, is an im-
portant part of the performance management, which in turn is a sub-area of human 
resource management. As a theoretical background, Rhodes and Steers' model of 
attendance is used (Rhodes and Steers, 1978). Model terms are marked in italics be-
low. 
The process model of the Employee Attendance offers numerous general advantages 
despite its age. There are a few reasons that justify this: 
- From the point of view of the authors of the standard work on "Human Resource 
Management" is the process model of Rhodes and Steers: „… in our view this is the 
most useful of the process models” Torrington, Hall et al. (2017, p. 292). 
- It is a process model, or in other words a dynamic model, since feedback is present. 
The authors themselves describe this property as a "cyclic nature of model" Rhodes 
and Steers (1978, p. 30). 
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- The elaboration of the correlations was based on 104 empirical studies, so that a 
valid starting point existed. In the course of time, many studies have been conducted, 
which investigate individual relationships for individual sectors. 
- With reference to this research should be stated: Measures of health management 
are ultimately measures for the improvement of Employee Attendance - (Hedges, 
1973) and (Hill and Trist, 1955) cited in Rhodes & Steers (1978, p. 22). In order to 
carry them through, they must be accepted by employees as stakeholders. In order to 
increase the likelihood of successful acceptance, knowledge of Personal Character-
istics, including personal preferences, is required. The latter are the subject of this 
work within the framework of the MFA surveys and form the basis for important 
research hypotheses on the preference and decision model, e.g. "The advocacy (or 
rejection) of health management programs is age-independent." or "Do MFAs partic-
ularly prefer cost-intensive (or effective) measures?" 
- With the factors Attendance motivation and Satisfaction in the model, two employ-
ee attitudes are introduced, which play a central role in fulfilling the psychological 
contract, which is discussed in the next section. 
 
 
Figure 4: A model of employee attendance (Rhodes and Steers, 1978, p. 53) 
3.1.1.1 Structure and content of the model 
The structure of the so-called process model is shown in Figure 4. The influencing 
factors and elements presented there are highlighted below in italics and provided 
with the corresponding text box number. Essentially, the model serves as an interdis-
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ciplinary explanatory model of the influences on Employee Attendance [8]. The two 
basic assumptions on which the model is based are, on the one hand, the motivation 
to take up work and, on the other hand, the opportunity to accomplish that intention, 
that is to appear at the workplace. 
Attendance motivation [6] is identified as the main factor influencing Employee At-
tendance. It determines the degree of Employ Attendance, provided the employee has 
the Ability to Attend [7]. The variable Ability to Attend, more precisely its sub-
variables Illness & accidents, Family responsibilities, and Transport problems, con-
trol the relationship between Attendance Motivation and the current Employee At-
tendance. The Ability to Attend, on the other hand, is seen as dependent on Personal 
characteristics [3], under which the attributes Education, Tenure, Age, Sex and Fam-
ily size are subsumed. 
Attendance Motivation is seen as dependent on the Satisfaction with Job situation [4] 
as well as on internal and external constraints (Pressure to Attend [5]). Satisfaction 
with Job situation as an intermediary between Job situation [1] and Attendance Mo-
tivation is of great importance. Job situation includes the sub-variables Job scope, 
Job level, Role stress, Workgroup size, Leader style, Co-worker relations, and Op-
portunity for advancement. Their influence on Satisfaction is controlled by the Em-
ployee Values and Job expectations [2], which in turn depend on the aforementioned 
Personal Characteristics. 
Pressure to Attend is understood to be Economic/market conditions, Incen-
tive/reward system, Work group norms, Personal work ethic, and Organizational 
commitment. They directly influence Attendance Motivation, at least the assumption 
in the model, in which rather extrinsic motivational factors are addressed. 
The dynamic character of the process model is characterized by two overlapping 
cycles. On the one hand, there is the "fast" cycle Attendance -> Pressure to Attend -> 
Attendance Motivation -> Attendance, which is to be illustrated by the example of 
the Reward system: A performance premium is not paid out, this reduces motivation 
and which in turn leads to more absences, which then leads again to the reduction of 
performance premiums. The "slow" cycle Attendance -> Job Situation -> Satisfaction 
-> Attendance Motivation -> Attendance is illustrated by the example of Role stress: 
Work overload leads to dissatisfaction and thus to a decline in motivation. This leads 
to outages of some employees, which again leads to further workload for the other 
employees. 
One can ask whether such a relatively simple model can do justice to the complexity 
of social and human behaviour and whether it can withstand empirical scrutiny. This 
would go beyond the scope of this work. Here, the ordering and structuring character 
of an explanatory model is in the foreground on the basis of which the connections in 
the introduction of primary prevention measures in German general practitioners’ 
surgeries are to be discussed. 
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3.1.1.2 Applying the model to general practitioners’ surgeries 
Job Situation [1] 
As explained in subsection 2.2.4, the practicing of one of the measures gives the 
MFA the possibility to extend her tasks, i.e. the MFA, accompanied by advanced 
training, can take on the tasks of providing advice on primary prevention. I.e. the Job 
Scope may be extended in the sense of job enrichment:” … the basic theoretical ra-
tionale behind such findings is that increasing Job Scope increases the challenge and 
responsibility experienced by an employee who, in turn, leads to more positive Job 
Attitudes (box 4) [Satisfaction with Job Situation]. These attitudes then become 
translated into an increased desire to participate in what is perceived to be more de-
sirable work activities (box 6) [Attendance Motivation]. Support for this interpreta-
tion can be found in Hackman & Oldham (1976), Indik (1965), and Porter and Lawl-
er (1965).” (Rhodes and Steers, 1978, p. 7) 
The peer reviewed activities promoting personal health potentials developed in this 
section foster the emotional well-being, as will be shown in section 3, so that the 
Role of Stress is reduced. This applies in particular to measures for movement (sports 
and fitness), since they are regarded as stress-reducing. 
Discussion of Leader Style should be preceded by the fact that in the medical profes-
sion there is not a thorough understanding that the leadership of a physician's office 
is essentially also a management task that is subject to many influences: “Personnel 
management in medical practices is influenced by the ever-changing economic, tech-
nological, legal and social conditions of the practice environment, as well as of spe-
cific influences that are based on the structure of the public health system, higher 
expectations of patients and increased needs of the practitioners. The impact of these 
environmental factors is increasing, which is particularly true of the pace of techno-
logical progress, the trend towards increased qualification of employees, and the ev-
er-increasing legislation in terms of employment, social and tariff law. It is therefore 
important to include, in addition to the traditional personnel work, important, funda-
mental success factors of modern personnel management in a doctor's office.” (Frodl, 
2016 - translated by the author). - Leadership is one of the most effective factors in 
the goal of health management for general practitioners’ surgeries. On the one hand, 
there is the direct influence of the Leader Style on emotional well-being "... these 
findings indicate that the behaviour of the leader is a more immediate impact on af-
fective responses to the job situation than on absenteeism itself. “(Rhodes and Steers, 
1978, p. 10) as well as the typical factual situation for physicians’ surgeries that work 
organization and job design are usually determined by the physician. According to 
Bruch and Kowalevski (2013) the role model function and behaviour in conflict situ-
ations play an essential role. 
Co-worker Relations - The team in a physician’s surgery is easy to grasp, as stated in 
subsection 2.2.5 does it consist of average 3.5 fulltime MFAs. Failures due to illness 
have a particularly detrimental effect. The burden on the colleagues can be signifi-
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cantly reduced by means of measures of the primary prevention, so that, in addition 
to the direct effect on the absence quotas, an indirect effect occurs over the team and 
thus the operating climate. 
Employee Values and Job expectations [2] 
The key aspect of the MFA is that you need to be aware of your responsibility as a 
responsible person in a health care, to be responsible for personal health, and to be 
open to primary prevention. The decision to have a helping job shows that "to help 
others" is an important concern that strongly affects Satisfaction with Job Situation. 
This expectation is quite in contrast to the results of the study "Evaluation of job sat-
isfaction of practice staff and general practitioners: an exploratory study" (Goetz, 
Campbell et al., 2011). In the assessment of ten factors which characterize Job Satis-
faction, the mean value for the question of "Recognition for work" is a scale of be-
tween 1 (extremely dissatisfied) and 7 (extremely satisfied) only 5.41 (Goetz et al. 
2011, Table 2). It is thus clearly below the mean of 5.95 and is the second worst of 
the ten factors (N=2634 non-physician staff) following to “Income” with a mean of 
4.79. 
In the conclusions to the above study is therefore required: “… However, in both 
cases [physicians and non-physician staff], this was offset by the perception of poor 
income. The findings of this study will be helpful for further activities to improve the 
working conditions of GPs and non-physician staff from different perspectives. Non-
physician staff should be supported in their role implicating recognition and appreci-
ation for performance in practice.” (Goetz et al., 2011, p.137) 
Personal characteristics [3] 
In the generic model of Rhodes and Steers (1978), Education is called a major influ-
encing factor. This applies in particular to MFAs, whose identity is founded in their 
professional activities and who are largely oriented on the professional profile of the 
Employee's Value and Job Expectations: "MFAs are the first point of contact in prac-
tice; they receive patients and make appointments. Weighing, measuring, dressing, 
blood sampling - you take care of the patients. During the examinations, you assist 
the physicians, document the treatment procedures and record them in the patient's 
file. MFAs are not only active at the reception and in the examination room, but also 
work in the laboratory. The use and maintenance of the medical instruments/devices 
belong to the workday. In the patient talk, you teach about the pre-and post-care and 
motivate to healthier life. MFAs are the core of the practice: They have organization-
al skills, ensure a smooth practice and manage administrative tasks (for example, 
performance reports). In addition, MFAs organize team meetings and organize the 
use of staff in practice." (Forum Berufsbildung, 2017 - accessed 2017/09/29, 
translated by the author) 
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Regarding the Age factor in the generic model of Rhodes and Steers (1978), the study 
"How psychosocial factors affect well-being of practice assistants at work in general 
medical care? A questionnaire survey" of (Goetz, Berger et al., 2015) confirms that 
age has a significant influence on Satisfaction with Job Situation and general health 
(Illness and Accidents). 
Family size - this factor is important for the MFAs under two aspects: on the one 
hand, relatively many of the working conditions are part-time jobs. According to 
Goetz et al. (2011, Table 1) MFAs work per week 26 hours. The full-time quota is 
calculated according to Gavartina et al. (2013) only 44% at N=586. This is an effec-
tive way to organize family life. On the other hand, the study of Goetz, Berger et al. 
(2015, Table 4) shows that the “work-privacy conflict” has a major influence on 
“burnout” and “thinking about early retirement”, factors which in turn influence the 
Satisfaction with Job Situation of the MFAs. 
Satisfaction with Job Situation [4] 
The studies by Goetz et al. (2011), Gavartina et al. (2013), and Goetz et al. (2015) 
confirm the assumptions of the Rhodes and Steers model (1978) on the determinants 
of the Satisfaction with Job Situation. These studies do not consider the Job Level, 
the Work Group Size, and the Opportunity for Advancement. 
The overall satisfaction of the MFAs is according to Goetz et al. (2011) at a value of 
5.95 on the scale 1-7 at N=2634 as well as 5.74 according to Gavartina et al. (2013) 
at N=586. But there are also studies, which fear the precarization of the MFAs. E.g. 
Kathmann and Dingeldey ((2013), who examine the high fluctuation rate and possi-
ble exit options. 
Pressure to Attend [5] 
„While satisfaction with the job situation thus apparently represents a major influ-
ence on attendance motivation, the relationship is indeed not a perfect one. Other 
factors can be identified which serve to enhance attendance motivation, probably in 
an additive fashion (Garrison Mochinsky, 1977; Ilgen Hollenback, 1977; Nicholson 
et al., 1976), these variables are collectively termed here “pressures to attend” and 
represent the second major influence on the desire to come to work. These pressures 
may be economic, social, or personal in nature and are represented in figure 4 by box 
5” – (Rhodes and Steers, 1978, p. 19) 
According to Kathmann and Dingeldey (2013, p. 12), the Economic/Market Condi-
tions are ambiguous: "What is the attractiveness gain or loss of the called occupa-
tional field, the results are ambivalent: on the one hand, the increasing number of 
employees as well as the increased share of older physicians’ assistants can be inter-
preted as a gain in the attractiveness of the profession. On the other hand, there are 
also indications for a loss of attractiveness in the form of falling training figures and 
a high exit rate. Likewise, for a reduced attractiveness of the MFA's profession, this 
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occupational group fell from the 5th place to 7th place in the ranking of the appren-
ticeship trades in 2006 (BIBB, 2011).” The current ranking of the apprenticeship is 
the 6th place (BIBB, 2016) 
Incentive/Reward Systems hardly play a role for MFAs. In any case, gratuities on a 
voluntary basis for dedicated events (e.g. company anniversary, Christmas money, 
special benefits) would have to be mentioned. Overtime, Sundays and public holi-
days are usually governed by collective bargaining agreements or labour regulations. 
From this point of view, promotions of health as a voluntary service are of im-
portance, since they are not formally incentives, but are understood as such. 
The working team in general practitioners' surgeries is not large, but this does not 
affect the importance of Workgroup Norms. In Goetz (2011, Table 4), for example, 
item "Colleagues and fellow workers" of the 2,634 non-physicians interviewed con-
firmed the highest degree of satisfaction (6.18 on a scale of 1-7), higher than all other 
ten satisfaction indicators. 
The Personal work ethic often moves in the tension between work-overloading and 
the "oath of the Hippocrates". The latter idealizes an obligation to optimal treatment 
in any case, which today is no longer legally tenable, but nevertheless has a consid-
erable influence on the work ethic of the physicians and their staff. In "The hard-
everyday life in a general practitioner's office - discrepancies in outpatient medical 
care" Falk (2010) explains: "Equality and respect for others and their work determine 
the working environment in practice. Here each patient is taken seriously and accept-
ed according to the obligation to treat, although the practice comprises a total of 
about 5,000 patients. Approximately 1,000 patients are treated each quarter. For ex-
ample, the doctor could not accept new patients "since the practice is already fully 
utilized". However, she insisted on the oath of Hippocrates, which requires the duty 
of treatment for ethical reasons. "(Falk, 2010, p. 9 - translated by the author). 
Attendance Motivation [6] 
MFAs in general practitioners' surgeries are, like many medical and health care pro-
fessionals, intrinsically motivated. In contrast to this, the MFA's profession has only 
a low estimate in the society in the sense of Maslow and is associated with precarious 
working conditions (Kathmann and Dingeldey, 2013), so that according to Herzberg, 
the hygiene factors are already lacking. Measures to promote health in the general 
practitioner’s surgery represent, in the sense of the incentive-contribution theory, a 
possibility to promote the performance potential. Depending on the design, the incen-
tives can be both material (e.g., taking over cost of a fitness course) as well as an 
intangible nature (e.g. recognition of the employee's competence in the field of health 
promotion). 
All the factors presented so far influence the Attendance Motivation. Changes in the 
influencing factors such as, changes in the work organization, leadership style, etc. 
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have a direct or indirect effect on the motivation, and this is one of the two main fac-
tors that promote Employee Attendance and absence. 
Ability to Attend [7] 
While a high or low Attendance Motivation does not necessarily have the effect that 
the employee does not come to work, the second main factor - the Ability to Attend - 
is immediate, direct, short-term and inevitable. 
The Family Responsibilities must be seen in physicians’ surgeries from the point of 
view that the women's quota is high. Despite changing roles, the family commit-
ments are still common among the women, who tend to care for sick children and 
relatives and thus have higher absenteeism. 
Family Responsibilities and Illness and Accidents have a gatekeeper function. “The 
most prominent gatekeeper variable is one’s health. While sick employees typically 
do not come to work, it does not necessarily follow that healthy employees will at-
tend. Instead, other factors (e.g., attendance motivation) serve to influence a healthy 
person’s attendance behavior.” (Rhodes and Steers, 1978, p.27) This research focus-
es on the promotion of personal health potentials of MFAs. In the Rhodes and Steers 
model (1978), one link is Personal Characteristics -> Illness and Accidents -> Em-
ployee Attendance. According to the investigations of Goetz et al. (2015), one should 
regard the "Satisfaction with life" as one of the essential influencing factors that 
characterize the Personal Characteristics. This, in turn, is influenced by the pro-
posed health promotion measures (primary prevention). In this respect, the work also 
contributes to the knowledge in addition to the Rhodes and Steers (1978) model. 
Employee Attendance [8] 
Since in the Rhodes and Steers (1978) model the health-promoting measures to in-
crease the Employee Attendance also influence Attendance Motivation, primary pre-
vention measures always have a double effect: 
- They reduce the disease-related absence 
- They improve the motivation and thus increase the motivation-related presence 
And the better, the more the preferences of the individual employee are considered 
and the MFAs are involved in decision-making; because as Goetz et al. (2015) in 
section “Evaluation of job satisfaction and organizational attributes” state, the in-
volvement of employees in decision-making is the most important organizational 
factor in the Satisfaction with Job Situation: „Nevertheless ‘decision-making’ was 
rated the highest with a mean of 3.95 (SD=0.64) showing that practice assistants 
thought that the practice works as a team concerning decision-making and the devel-
opment of improvements regarding the quality of care within the practices”. 
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3.1.2 A causal model of absenteeism 
In section 3.1.1, the Rhodes and Steers (1978) model of employee attendance was 
discussed and applied to the occupational field of MFAs in general practitioners’ 
surgeries. Brooke (1986) proposes in his article "Beyond the Steers and Rhodes 
Models of Employee Attendance" modifications and extensions as they emerge from 
a literature review, from which a causal model of absenteeism is derived. In this sec-
tion, the model is examined and discussed in more detail. The following aspects are 
guiding: 
- Unlike Rhodes and Steers (1978), the causal model focuses on absence, rather than 
attendance, and thus on a topic that is often associated with measuring the success of 
health management measures. As in the previous section, the path of HR practices in 
general to the performance of an organization becomes more transparent, the path of 
organization variables to the performance sub-aspect absence is illustrated here. 
- The fulfilment of the psychological contract, as developed in the next section as a 
success factor for SMEs  (Atkinson, 2008), is confirmed from the perspective of the 
author with this model. 
- The aim of this research is, inter alia, to identify measures to promote personal 
health potential. The next section examines those measures that have been proved to 
reduce absenteeism. As the main effect of the introduction of measures of primary 
prevention foremost improving the health status of employees is expected. But as 
with any intervention, side-effects, repercussions, and long-range effects must be 
considered, which can additionally increase the expected results, but also jeopardize 
them. The relationships of the causal model of absenteeism are therefore included in 
the cross-impact analysis for the implementation of health management. 
- The causal model of absenteeism helped to develop and prepare the structured in-
terviews with general practitioners to reflect the results of the employee survey on 
the priority concept. 
- The causal model is explained with reference to work-scientific studies of the occu-
pational field of MFAs. The results of them are examined and compared with the 
model variables. 
3.1.2.1 Structure and content of the model 
The following figure shows the model proposed by Brooke (1986, p. 350); the light 
blue background was highlighted by the author with reference to the "HR practices - 
psychological contract - organizational performance linkage framework" (Katou, 
2013) especially in SMEs (Atkinson, 2008). Terms used in the model are written in 
italics below. Compared to the Rhodes and Steers (1978) model, it first stands out 
that the target is now Absenteeism and not attendance. Absenteeism is determined by 
exogenous variables such as Kinship Responsibility and endogenous variables such 
as Health Status. Endogenous variables are affected by other endogenous variables, 
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such as Satisfaction influences Health Status, or are affected by exogenous variables, 
such as Role Overload on Health Status. In the model, all variables that are not input 
from another variable are considered exogenous. They are all grouped on the left side 
of the picture. 
 
Figure 5: Causal model of absenteeism and psychological contract  
(source: Brooke (1986, p. 350) – extended by the author)  
The relationships between variables are represented as arrows in a path diagram. The 
arrow means strengthening the source (arrow start) leads to the strengthening of the 
target (arrowhead). Thus, more Pay leads to more Satisfaction. So, an arrow marked 
with "+" means: The more ... the more ... and the less ... the less (direct effect). Ar-
rows marked with "-" have an inverse direction. If there is less Role Overload, the 
Satisfaction increase. Conversely, more Role Overload leads to less Satisfaction. In 
the case of opposing relationships, the less ... the more ... and the more ... the less 
(indirect effect). 
“The ordering of exogenous and endogenous variables, and the direct and indirect 
effects depicted in the path diagram reflect an integration of the predominant empiri-
cal relationships regarding each concept which have been reported in the literature.” 
(Brooke, 1986, p. 348). Compared to the Rhodes and Steers (1978) model, all varia-
bles are operationalized in questionnaire form based on work by Price (1972), Price 
(1977) and Price and Mueller (1981), Price and Mueller (1985). In addition to the 
clarification of concepts by variables further variables were added that were relevant, 
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but not yet represented: Job Involvement, Distributive Justice and employee In-
volvement with alcohol.  
The endogenous variables Satisfaction, Job Involvement, and Commitment form part 
of the content of the psychological contract (Rosseau, 1989; Atkinson, 2008; Katou, 
2013). This emphasis highlights the dual impact of primary prevention measures, the 
main theme of this research. On the one hand, these measures directly affect the 
Health status and on the other hand, these measures influence the variable Satisfac-
tion of the psychological contract, which in turn also affects the Health status. 
It also highlights the central importance of the psychological contract. All presented 
exogenous variables, except for Organizational Permissiveness and Kinship Respon-
sibility, affect the content of the psychological contract. As in the HR practices - per-
formance framework of the next section (Figure 7, it forms quasi the core, the "heart" 
or the "motor" of the causal model. According to the author, the variables Organiza-
tional Permissiveness and Kinship Responsibility also influence the variables of the 
psychological contract in micro-enterprises, relationships which are not contained in 
the original model. 
3.1.2.2 Applying the model to general practitioners’ surgeries 
In the following, the exogenous model variables and the related impact relationships 
regarding their significance for MFAs are discussed. 
Routinization 
Routinization is the degree to which the cycle of tasks in a job is repetitive (Perrow, 
1967 - cited in Brooke, 1986). In the study by Gavartina et al. (2013), this exogenous 
variable is most likely associated with "Amount of variety in job". With an average 
of 5.49 on a scale of 1 to 7, this factor ranks second for the MFAs. The factor for Job 
Satisfaction, which can also be associated with Routinization, is "freedom of working 
method". At the same scale, it reaches a value of 5.20 (rank 6), so that in the overall 
picture, Routinization should not be a disabling factor for Job Satisfaction. This is 
confirmed in a comparable study with a similar result by Goetz et al. (2013) 
Centralization 
To apply this variable to an investigation of MFAs’ workplace seems at first inap-
propriate, as work general practitioners’ surgeries are, as stated, sole proprietorships 
and unaffected by centralization considerations. In fact, another notion of concept is 
underlined: "Centralization is the degree to which worker power is differentially dis-
tributed within an organization" (Hall, 1982 – cited in Brooke, 1986, p. 351). The 
concentration of all organizational power in a single individual would reflect a max-
imum degree of centralization. "In the study by Gavartina et al. (2013), this exoge-
nous variable is most closely linked to the "Amount of responsibility". With an aver-
age of 5.38 on a scale of 1 to 7, this factor ranks third in the MFAs. This is confirmed 
in a comparable study with a similar result by Goetz et al. (2013). 
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Pay 
For MFAs, the biggest downside seems to be here. This impression runs through all 
studies. In Gavartina et al. (2013), the factor "Income" is by far the poorest factor 
influencing Job Satisfaction (3.89 on a scale of 1 to 7 - 9th place). This is confirmed 
in a comparable study with a similar result by Goetz et al. (2013). Further confirma-
tions of this relationship for the occupational field MFA (especially in medical prac-
tices) can be found in Höhl (2013), Kathmann and Dingeldey (2013, 2014), so that 
low pay can be regarded as the main cause of Dissatisfaction in the job. 
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Distributive Justice 
Distributive Justice is the degree to which rewards and punishments are related to 
performance inputs into the organization (Homans, 1961 – cited in Brooke, 1986, p. 
352). This concept gives the degree to which they are responsible for their contribu-
tions and efforts on behalf of the organization. The model hypothesizes that Distribu-
tive Justice has direct effects on Satisfaction and Commitment, and indirect effects on 
absenteeism through these intervening variables (Brooke, 1986). There are no indica-
tions of these relationships in the studies on Job Satisfaction, Involvement and Com-
mitment of MFAs. Although an online survey of 596 MFAs by Höhl (2013) suggests 
that in 23% of MFAs with under-tariff pay and another 20% with a lower-pay sub-
group, there are inconsistencies in Distributive Justice, but that is at best the condi-
tion of the variable and not its impact on Satisfaction or Commitment. 
Kathmann and Dingeldey (2014, p. 242) states in addition: "Research results indicate 
that employees in the labour market [MFAs] are not perceived as being at risk. Only 
low pay is considered as a problem. - Since it is to be assumed that, before it comes 
to the change of employer or career change, the Satisfaction and the Commitment 
significantly decrease, the results of the evaluated research project can certainly be 
seen as confirmation of these relationships in the causal model of absenteeism. 
Role Ambiguity 
Role Ambiguity is the degree to which role expectations are unclear (Rizzo, House, & 
Lirtzman, 1970; Locke, 1976 – cited in Brooke, 1986, p. 352). In Goetz et al. (2013), 
this exogenous variable was examined in addition to other organizational factors with 
the item "Responsibilities within the practice team are clear". In 1,145 respondents, 
this factor was rated 4.26 on a 1-5 scale (ranked 1 of 4 characteristics). An indication 
that the MFAs have little ambiguity regarding role expectations. 
This is confirmed by a survey result by Goetz et al. (2015) confirming "role-clarity" 
as the second most important psychosocial factor, which is considered by the MFAs 
as essentially fulfilled. (81.6 on a scale of 0-100, n = 586). The negative correlation 
shown in the causal model is also confirmed indirectly. Higher "role-clarity" means 
less Role Ambiguity and thus higher Job Satisfaction. 
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Role Conflict 
The influence of Role Conflict on Health Status is described in Goetz et al. (2015) by
finding a negative correlation between "role-conflict" and "burnout" as components
of Health Status in the MFA survey. Similarly, the negative correlation between Role





The "Hours of work" most closely associated with this variable is found in the study 
by Gavartina et al. (2013) with 5.34 in midfield. This is confirmed in a comparable 
study with a similar result by Goetz et al. (2013). 
The influence of Role Overload on Health Status is described in Goetz et al. (2015) 
supported by showing a positive correlation between "cognitive stress symptoms" as 
a component of Role Overload and "Burnout" as components of Health Status. 
Likewise, the negative correlation between Role Overload and Job Satisfaction in the 
causal model is underpinned. Also, the factor "quantitative demands", as a sub-item 
of Role Overload, is confirmed by this study by a negative correlation. 
Work Involvement 
This exogenous variable primarily affects the Job Involvement and directly Absentee-
ism. In the studies by Gavartina et al (2013) and Goetz et al. (2013) this variable cor-
responds to the factor "Opportunity to use abilities". The average value of 5.26 resp. 
5.77 leads to rank 4 or 5. This can be seen as confirmation that the MFAs are em-
ployed according to their abilities. This is also in line with the BIBB study (2012) on 
job description and job design for MFAs, which will be explained later. 
Goetz et al. (2015) used the Copenhagen Psychosocial Questionnaire (COPSOQ) for 
evaluating psychosocial health and work. The 586 MFAs surveyed rated the "Mean-
ing of work" as the second most important psychosocial factor, which is crucial for 
motivation and positively correlated with Job Satisfaction and Job Involvement. 
Brooke (1986) citing Kanungo (1982) presents "Work Involvement is a normative 
belief in the centrality of the work role in one's life". Related to this point of view, 
the COPSOQ-item "Satisfaction with life", which is also correlated with Job Satis-
faction is relevant. This factor as a component of Work Involvement also has a corre-
lation to the endogenous variable Health Status, which is thus confirmed as well as 
the relation Job Satisfaction and Health Status. 
Organizational Permissiveness 
This exogenous variable is explained in Brooke (1986) as follows: Organizational 
Permissiveness is the degree to which Absenteeism is accepted by an organization 
(Parsons, 1956). The central idea of this concept is "frequent absence without conse-
quence" (Oberman & Rainer, 1983). An organization or subunit in which members 
are able to take unscheduled days off easily, or in which numerous casual absences 
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result in little or no apparent adverse consequences would be highly permissive to-
ward absenteeism (see Morgan & Herman, 1976; Dalton & Perry, 1981). This con-
cept seems to be implied by the "leader style," "incentive/reward system," and "work 
group norms" variables of the Rhodes and Steers (1978) model. 
There are no explicit references to this variable and its relation to others in the avail-
able studies on the MFA occupational area. If one refers to the "Leader style" hint, 
then Goetz et al. (2015) derive a relatively high importance of the "Quality of leader-
ship" (65.9 on a 0-100 scale) and recognize a connection to Job Satisfaction. Howev-
er, it can be assumed that the management of Absenteeism by the physician as owner 
manager is only a partial aspect of the "Quality of leadership". 
Kinship responsibility 
The primary focus of Kinship Responsibility is on parental responsibility for the care 
of children or other dependent relatives who reside within the local area (Brooke 
1986, p. 353). In the study by Goetz et al. (2015), the psychosocial factor "Work-
Privacy-Conflict" does not attach as much importance to the MFAs as a job demand. 
However, the statistical evaluation confirms a strong correlation to "Burnout" and 
thus a negative correlation to the Health Status. It is interesting to note that this fac-
tor is given nearly twice as much importance by full-time MFAs as part-time MFAs 
(35.7 vs. 18.0). 
Other factors influencing Job Satisfaction and Health Status 
In the study by Gavartina et al. (2013) on the occupational field MFA, the German 
version of the "Warr-Cook-Wall (WCW) job satisfaction scale" developed by Warr, 
Cook et al. (1979) was used to determine influencing factors. Six of the nine influ-
encing factors are considered in the causal model of absenteeism (Brooke, 1986). 
The missing influence factor "Colleagues and fellow workers" is mentioned as the 
most important factor in terms of satisfaction. In addition to income, the factor 
"Recognition for work" most likely contributes to dissatisfaction. This should not be 
seen unrelated to leadership abilities in general practitioners’ surgeries, especially as 
this factor, according to regression analysis in the exploration study by Goetz et al. 
(2011) is the strongest contributor to job satisfaction (followed by "Colleagues and 
fellow workers." Also, the factor "Physical working conditions," ranked 7th out of 9, 
should be motivating for leading a general practitioner's surgery. 
The study by Goetz et al. (2015), which is essentially based on the job demands-
control model, shows the psychosocial factors "Emotional demands" and "Demands 
for hiding emotions" as further factors that are of importance for MFAs and are not 
considered in the causal model. Both are negatively correlated with the Health Status 
and the Job Satisfaction, but from the perspective of the MFAs they are not consid-
ered as relevant (47.9 and 44.9, respectively). 
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3.1.3 Peer reviewed activities promoting personal health potentials 
The causal model of absenteeism presented in the previous subsection (Brooke, 
1986) as a revised Rhodes and Steers model (1978) shows the health status as one of 
the most important factors influencing involuntary absenteeism. "Researchers have 
endorsed the direct effects of health status on absenteeism (Muchinsky, 1977). How-
ever, illness is widely recognized as the cause of absenteeism (Paringer, 1983, Hedg-
es, 1973, 1975, 1977), accounting for from one-half to two-thirds of all employee 
absence (Miner & Brewer, 1976) "- Brooke, 1986, p. 354. While in the causal model 
of absenteeism satisfaction, role ambiguity, role conflicts and role overload are iden-
tified and documented as endogenous determinants, this subsection deals with (exog-
enous) measures and activities that promote personal health potential and help pre-
vent illnesses in the workplace. For them, it is examined which peer reviewed articles 
document a reduction of absence. At the same time, they serve as a basis for inter-
viewing employees regarding their preferences. 
This relationship is the focus of the first research question: 
1. What research studies indicate a strong link between measures of health promotion 
and a direct result in reduction of absenteeism? 
The area of health management is broad and there are many different studies, with a 
focus on different branches, diseases, organisations, countries and people - 26,332 
results were found for literature search with the key word “health management”. 
For a systematic review, sources from England and Germany were used. The re-
sources for the overview in England have been the Ebsco database and additional for 
British doctoral theses EThOS – Electronic theses online service. 
For German theses, the German National library (DNB) was used which has an addi-
tional service for the research of doctoral theses DissOnline; including all theses 
from Germany and Switzerland which are available online. The first database was 
Ebsco followed by the DNB, EThOS and DissOnline. 
The research used different kinds of sources, with an emphasis on peer reviewed 
academic journals or articles: 
1. Academic articles, theses and papers 
2. Academic textbooks 
3. Specialists’ conferences and interviews with experts 
The search of „health management” in all databases provided the starting point. The 
focus was on studies that are positioned within the service sector. After this broad 
search, the search was narrowed down to disease prevention at the workplace.  
The search for constraints on SMEs and the exclusion of big companies was one op-
tion. During the research, several options were used. If necessary and meaningful, 
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the region was restricted. The focus was on general practitioners’ surgeries within 
Germany, if there were insufficient results the research was focused on SMEs in 
general. 
3.1.3.1 Search area: Disease prevention at the workplace 
An important measure for the level of health management is the number of absent 
days. Therefore, the next step in the literature search was to find data on the absent 
days in German general practitioners’ surgeries or SMEs including information about 
what disease caused them. The need of efficient activities for improving the health 
management is important for SMEs because they must use the resources which are 
most effective.  
The health insurance system in Germany provides yearly figures about absent days. 
In Germany 69,820,682 people are in the national health insurance (BMG, 2011) 
The BARMER GEK, one of the national health insurance companies, has published 
a study including absent days in 2010. The “Health report 2010” (Grobe, Dörning et 
al., 2011) gives a German wide overview about absent days linked with the kind of 
disorder and it is broken down on every federal state. It has no figure about the size 
of the companies the employees work for.  
Additional the IGA report (Sockoll, Kramer et al., 2006) which is a governmental 
study of the scientific evidence from 2000 to 2006 concerning healthcare manage-
ment in companies, gave a detailed view on the reasons for absent days. 
The “Health report 2010” (Grobe, Dörning et al., 2011) defines four main reasons for 
absent days: 
Disorder Absent days (2010 per employee 
in average) 
Musculoskeletal system disorders 3.34  
Mental disorders 2.44  
Diseases of the respiratory system 2.00  
Injury 2.00  
Total 9.78  
Table 1: Absent days of German employees (Grobe, Dörning et al.,  2011) 
The average absent days and the recommendations from IGA report (Sockoll, 
Kramer et al., 2006) has been the basis for the next steps in the literature search. The 
IGA report (Sockoll, Kramer et al., 2006) identified several interventions at the 
workplace, and proved that they are useful to reduce absent days. Disease prevention 
at the workplace is the central control parameter for reducing and steering the absent 
days. This data has the disadvantage that it is not divided into different sectors or 
branches like industry or service. 
For a more conclusive research the different areas of disease were structured follow-
ing the IGA report (Sockoll, Kramer et al., 2006). Combined with “Health report 
2010” (Grobe, Dörning et al., 2011) about the absent days, there were five main top-
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ics on which the further literature search was focused on. Every topic had its own 
sub-items. These topics cover the whole disease at the workplace. The goal of health 
management is to prevent the possible disease, therefore studies with a focus on af-
tercare have only been considered if there was also an influence on the prevention. 
The sequence of the points was based on the number of absent days caused in aver-
age at this area by (Grobe, Dörning et al., 2011). It starts with the most and goes 
down to less. The last point is the general health and well-being at the workplace and 
related disease. The absent days are structured after ICD10 code, which is used by 
the health insurance in Germany. 
1. How to prevent musculoskeletal disorders? 
2. How to prevent mental disorders at the workplace? 
3. How to prevent diseases of the respiratory system at the workplace? 
4. How to prevent injury at the workplace? 
5. How to promote general health and well-being at the workplace? 
For each of the five main topics, Appendix 2 contains the peer-reviewed articles 
found in the literature review as a tabular overview. The results were given a rele-
vance note and a brief reference to the potential benefits of this research. In the fol-
lowing, only the articles that have been rated as "relevant" or "partly relevant" are 
discussed. 
3.1.3.2 How to prevent musculoskeletal disorders? 
The study “Workplace interventions to prevent musculoskeletal and visual symptoms 
and disorders among computer users: a systematic review” (Brewer et al., 2006) 
found hints that interventions in the office could help to reduce absent days caused 
by musculoskeletal disease: “An important message to all stakeholders is that the 
current state of the peer reviewed literature provides relatively few high quality stud-
ies of the effects of office ergonomic interventions on musculoskeletal or visual 
health.“ (Brewer, Van Eerd et al., 2006) 
The article “How we prevent musculoskeletal disorders in the workplace” (Melhorn 
and Gardner, 2004) gives an example for the caused costs for the national economy 
of the USA. It is not focused on SME and not in the defined region. „In 1999, a Na-
tional Academy of Sciences study found total costs to be more than US dollar 1 tril-
lion per year and concluded that effective prevention of workplace pain through ac-
tive intervention is not only possible, but results in a significant cost saving for the 
employer, while reducing the disability experienced by the employee.“ (Melhorn and 
Gardner, 2004) 
The governmental study of the IGA (Bräunig, Haupt et al., 2015) includes systematic 
research for the area general promotion of general health and well-being at the work 
place. Abraham and Graham-Rowe ((2009) found out that programs for more physi-
cal activities which are developed after 1997 and include pedometer help to improve 
health management. The focus on movement with a pedometer is four times as effec-
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tive as other activities, which was confirmed by the systematic research of Dugdill et 
al. (2008). 
In his journal article “Integration of Short Bouts of Physical Activity into Organiza-
tional Routine: A Systematic Review of the Literature.” (Barr-Anderson, 2011) 
found out that “short activity-bouts” during work time brings a moderate but signifi-
cant effect. 
3.1.3.3 How to prevent mental disorders at the workplace? 
Bräunig, Haupt et al. (2015) realized that in the last years the area of mental disor-
ders is the fasted growing disease. There is a lot of attention in the articles, but this is 
not equally reflected in studies or peer reviewed papers.  
The “Improving responses to depression and related disorders: Evaluation of an in-
novative, general, mental health care workers training program.” (Graham, Julian et 
al., 2010) found some moderate evidence for the effect program for mental health 
prevention, but it is focused on Australia and it could not be identified if the preven-
tion would fit the German job profiles. 
There were no articles, which consider the linkages between mental disorder and 
prevention. At a German congress of occupational medicines, the theme mental dis-
order burnout was discussed very intensively. The search in Ebsco showed as a result 
116 articles for “prevent burnout “, but they are focused on job profiles like nurses or 
teachers, and therefore they are not directly useful for the service sector in general. In 
terms of burnout, the professional situation of teachers or nurses is not comparable to 
MFAs. Teachers have to deal almost continuously with a large, present number of 
students, MFAs are usually dealing with individual patients. Nurses perform heavy 
physical work (e.g. patients into another beds) and usually have shift work (day and 
night duty). 
3.1.3.4 How to prevent diseases of the respiratory system at the workplace? 
The area of respiratory provides extremely many studies. It is a well-explored area of 
human medicine. The number of results which are linked with occupational medicine 
was not very high. 
The article “Cost-benefit analysis in occupational health: a comparison of interven-
tion scenarios for occupational asthma and rhinitis among bakery workers.” 
(Meijster, van Duuren-Stuurman et al., 2011) is focused on the bakery sector but a 
part of it is how to develop and implement strategies for the health management 
which is an enlightening link to the BSC, “Translating Strategy into action” (Kaplan 
and Norton, 1996). This result fitted in the area of performance measure for further 
research. 
„This study provides important insights for developing effective intervention strate-
gies in the field of occupational medicine. Use of a model-based approach enables 
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investigation of those parameters most likely to impact on the effectiveness and costs 
of interventions for work related diseases. Our case study highlights the importance 
of considering different perspectives (of employers, society and employees) in as-
sessing and sharing the costs and benefits of interventions.“ (Meijster, van Duuren-
Stuurman et al., 2011, p. 745). 
However, there were no results for the service sector and the prevention of illness of 
the respiratory system.  
3.1.3.5 How to prevent accident and injury at the workplace? 
The German law has detailed information how accident and injury could be prevent-
ed at the workplace. This German law for occupational medicines, security engi-
neers, occupational health and safety practitioner was issued 1973 and is the frame-
work for what organisations in each size must do to avoid occupational accidents. 
Additional to the law there is a system of seventeen professional associations in 
Germany, the federal work insurance (BG). These (governmental) insurances under 
public law provide for each of the branch services concentrated on accident preven-
tion. Every organisation has to insure their employees in one of these BGs.  
They do intensive research and very broad activities in the area of accident preven-
tion and every company has access to the support of the BG. 
3.1.3.6 How to promote general health and well-being at the workplace? 
This is a reservoir for several themes concerning health. There is a connection to the 
workplace, but it was difficult to narrow it down. Here the sub-items suggested in the 
IGA report were used (Sockoll, Kramer et al., 2006) combined with the top reasons 
for absenteeism (Grobe, Dörning et al., 2011). 
These sub-items were broad; the research gave an overview of the existing abstracts 
and showed studies, which proved the influence from promotion of general health 
management to the absent rate of employees. The study “Health-related behaviours 
and sickness absence from work“ (Laaksonen, Piha et al., 2009), which is a result for 
the next search point physical activity, evaluates the connection between absent days 
and health-related behaviours and found out that decreasing of smoking and relative 
weight can help to provide important advantages in work. This can lead to reduce 
sickness and reduce absent days. 
3.1.3.6.1 Physical activity 
The search for ‘physical’ returned no result. But there is a link between sport and 
overweight, which has an influence on the absent days as documented by 
(Laaksonen, Piha et al., 2009) but this connection is only indirect. To find relevant 
results the search word ‘physical activity’ was replaced by ‘sport’ and by this way 
twelve relevant articles has been found. 
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One of these twelve articles in the search results was linked with occupational medi-
cine and the health management in an organisation: “How do sports and dietary re-
straint relate to overweight-associated absenteeism?” - (van Strien and Koenders, 
2010). The other eleven articles were not related to health management.  
In the article “Health-related behaviours and sickness absence from work“ 
(Laaksonen, Piha et al., 2009) describe that overweight, behind smoking is the sec-
ond most factor for absent days. Therefore, a study, which proves that health man-
agement programs can lead to reduced weight, seemed to be insightful. 
In their study “How do physical activity, sports, and dietary restraint relate to over-
weight-associated absenteeism?” (van Strien and Koenders, 2010) strengthened this 
link. Health management programs, which focus on promoting the physical activi-
ties, combined with other actions could reduce overweight of their employees.  
“Physical activity and sports acted as moderator variables in that they both attenuated 
the positive relationship between overweight and/or obesity and absenteeism. Re-
strained eating also moderated the relationship between overweight and absenteeism. 
Remarkably, the degree of overweight was more strongly related to augmented ab-
senteeism in people with higher levels of restrained eating.” (van Strien and 
Koenders, 2010) 
Remarkable of this study was the result, that there is no mandatory influence from 
physical activities to weight loss and reduced absent days: “To reduce absenteeism in 
overweight employees, it may be beneficial to focus on stimulating physical activity 
and not on interventions aimed at promoting dieting (restrained eating).” (van Strien 
and Koenders, 2010). 
The points physical activities, nutrition and weight control were strongly cross-linked 
with each other and there were few studies, which have analysed these correlations 
combined with occupational medicine or health management. 
3.1.3.6.2 Nutrition and weight control 
The identified studies did not give good information about a connection between 
weight losses and reduced absent days. 
In the study “Worksite environmental interventions for obesity control: an overview“ 
(Lemon and Pratt, 2010) evaluated the impact from psychosocial work stressors on 
the body mass index. 
In these results, no study evaluates the linkage between healthy nutrition and the ab-
senteeism rate in an organisation. The study „Smoking and high relative weights 
were most strongly associated with sickness absence “(Laaksonen et al., 2009) shows 
that being overweight has a comparable bad influence on absent days like smoking. 
The study „Effectiveness and economic benefits of workplace health promotion and 
prevention“ (Sockoll, Kramer et al., 2006) is not in the result list of this point. How-
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ever, it provides worthwhile findings concerning nutrition. According to World 
Health Organisation (Engbers, 2007) workplace programs for improving eating hab-
its are generally accompanied by positive effects, even though they are rather moder-
ate. Nevertheless, they can influence the employee’s consumption of fruit, vegeta-
bles, and fat, as well as their intake of dietary fibres significantly as shown in con-
trolled studies. Products and other informational strategies can encourage the sale 
and consumption of healthier food and thus a healthier food selection of the employ-
ees during working hours. Matson-Koffman, Brownstein, Neiner and Greaney (2005) 
state that there is strong evidence in this context. 
On the other hand, the results of studies on the effectiveness of incentives to improve 
eating behaviour are contradictory. If they are implemented in addition to informa-
tional strategies, they might be more effective. “Hardly any intervention was tested 
for its effect on physiological outcomes, which would be much more convincing. 
Therefore, the authors of the two latter reviews see an urgent need for conducting 
better evaluation studies, as well as developing innovative prevention methods for 
modifying the work environment beyond the simple strategies used up to now.“ 
(Sockoll, Kramer et al., 2006) 
In the “Worksite-based weight loss programs: a systematic review of recent litera-
ture.” Benedict and Arterburn (2008) found that moderate short-term weight reduc-
tion can be achieved. 
3.1.3.6.3 Smoking cessation and tobacco control 
The first step of the literature search showed 14.152 peer reviewed articles. If the 
search is restricted to a reference to occupational medicine, seventy articles remain. 
In their study “Occupational Risks Associated with Cigarette Smoking: A Prospec-
tive Study” (Ryan, Zwerling et al., 1992) evaluated the linkage between smoking 
employees and a negative impact to the organisation. “…Our study shows that ciga-
rette smoking is associated with adverse employment outcomes after controlling for a 
number of possible confounders ...“ (Ryan, Zwerling et al., 1992). 
The study “Health-related behaviours and sickness absence from work“ by (Ryan, 
Zwerling et al., 1992) shows that smoking and a high weight are often the first and 
second reasons for sickness absence. That means that programs, which lead to less 
smoking employees, can reduce the absence rate. “Smoking and high relative weight 
were most strongly associated with sickness absence, while the associations of other 
studied health-related behaviours were weaker. The associations were stronger for 
medically confirmed sickness absence spells for which heavy smoking and obesity 
more than doubled the risk of sickness absence in men and nearly doubled in women 
… “(Laaksonen et al., 2009, p. 840). 
In a Cochrane study Cahill et al. ((2015) found out those programs against nicotine 
work better if they are in a group or with a professional face-to-face meeting. Self-
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study materials do not work. No advantage through a competition but through team-
work. 
3.1.3.6.4 Programs for alcohol prevention 
The database search in Ebsco returned three results. 
A study from Sweden (Holmqvist, Hermansson et al., 2008) give an insight into the 
effectiveness of health management; it could be improved through making existing 
structures more effective „… Both the physicians (72%) and nurses (90%) said that 
the knowledge about counselling techniques to use when alcohol-related symptoms 
are evident was the most important facilitator to increased intervention activity. Con-
clusions: OHS professionals usually discuss alcohol-related issues with their patients. 
Nonetheless, they are interested in gaining further education and knowledge in this 
respect. The study results indicate that OHS is an important setting for alcohol pre-
vention”  
The study „Preventing high-risk drinking in youth in the workplace: A web-based 
normative feedback program“ (Doumas and Hannah, 2008) found out that a web-
based feedback program could help young working adults prevent drinking. 
The study „Does job satisfaction mediate the relationships between work environ-
ment stressors and employee problem drinking“ (Berger, Sedivy et al., 2008) anal-
yses the link between alcohol prevention, the workplace and employees drinking 
problem. „… Several study variables of interest were found to be associated signifi-
cantly and directly with an employee’s problem drinking status. Implications for 
workplace alcohol prevention are discussed“ - (Berger, Sedivy et al., 2008) 
3.1.3.6.5 Programs against infectious diseases 
There are two kinds of prevention before infectious diseases, the prevention for com-
panies, which have no contact to infected people, and organisations like hospitals. 
Some hospitals have special care departments for high-risk disease like Ebola. The 
health management approach with prevention is focused on the normal day-to-day 
business. Generally, it is not fixed that there is a higher risk for employees in the 
medical sector. Several general practitioners’ surgeries do not have more contact 
with people with an infectious disease. Some of them have more contact to clients, 
which have an infectious disease. However, around infectious disease prevention the 
German Federal Centre for Health Education (BZgA) has its focus on health educa-
tion and health promotion. Following the BZgA there are two principal areas, the 
hygiene, and vaccines.  
The database search in Ebsco for ‘vaccines’ returned nineteen articles. Six articles 
from them are not in the table (Appendix 2), because they were newsletters published 
in journals, which were not useable in this literature search. 
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Following the study “Occupational vaccination of health care workers: Uptake, atti-
tudes and potential solutions” (Institut für betriebswirtschaftliche Analysen, 2012), 
vaccines and especially the regular flu vaccines are important for health management 
and specially for people who work in the health sector. “Improving influenza immun-
ization uptake in healthcare workers” (Preece, 2012) supports this opinion with a 
focus on the flu vaccine. Both do not separate employees in hospital and general 
practitioners’ surgeries. 
3.1.3.7 Conclusion to literature search 
The findings on the search area "Disease prevention" of this subsection provide an 
evidence-based approach to answer the first research question for the specific 
measures to be investigated in primary prevention for MFAs: 
1. What research studies indicate a strong link between measures of health promotion
and a direct result in reduction of absenteeism? 
 
Although the studies found provide some valuable information on the design and the 
challenges of health management, it is remarkable that no specific studies are availa-
ble on the employment situation of an economically not insignificant profession, the 
MFAs (417,000 persons cf. 2.2.1). Regarding the guiding model for multi-criteria 
decision-making, the first steps, highlighted in Figure 6, with the literature search 
were completed. 
Figure 6: Literature search as starting point of the mult i-
criteria decision-making model 
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3.2 A framework to increase performance in micro-enterprises 
Activities to promote personal health potentials, which are the focus of this work, can 
be classified in a comprehensive understanding as measures of human resource man-
agement (HRM). HRM itself can be understood in the broadest sense as "all those 
activities associated with the management of people in firms [organizations] … 
HUMAN resource management (HRM), the management of work and people to-
wards desired ends, is a fundamental activity in any organization in which human 
beings are employed. It is not something whose existence needs to be elaborately 
justified: HRM is an inevitable consequence of starting and growing an organization. 
While there is a myriad of variations in the ideologies, styles, and managerial re-
sources engaged, HRM happens in some form or other." (Boxall, Purcell et al., 2008, 
p. 1). However, there is no real consensus about the practices of a coherent HRM 
system, and certainly not a unified understanding or theory about the relationships 
between HRM and performance. Boselie, Dietz et al. (2005, p. 5) point out in their 
article "Commonalities and contradictions in research on human resource manage-
ment and performance" that HRM is "... in its broadest sense, concerned with the 
selections that organizations make from among the myriad of policies, practices and 
structures for managing employees ". In the narrower sense, "HRM is conceptualized 
in the form of carefully designed combinations of methods for improving organiza-
tional effectiveness and hence better performance outcomes, as with Wright and 
McMahan's definition (1992, p. 298): " the planned HR deployments and activities 
intended to enable [an organization] to achieve its goals "(see also Delery and Doty 
(1996, p. 805)). " 
In the following, the link between primary prevention measures as a specific HR 
practice and an increase in general practitioners’ surgeries performance as a specific 
form of organizational capacity against this theoretical background is examined.  
Common to all theories is that they assume that HR practices increase performance 
and have focused on this relationship in recent decades like Huselid (1995), Becker 
and Gerhart (1996), and Wright and Boswell (2002). Likewise, it is assumed that 
"the idea that effect of HRM on organizational performance mainly goes through 
people." (Peccei et al., 2013, p. 16). Differences arise from the explanatory ap-
proaches that are attempted to make the so-called "Black box" (Boxall, Purcell et al., 
2008) to a "white box" - or in other words: “Unlocking the Black Box” 
(Messersmith, Patel et al., 2012). In explaining how the black box works, different 
attitudes and their influence on behaviour are examined. The consideration of the 
respective environment and organizational structures also takes place in different 
ways. Initially committed to resource oriented HRM - e. g. (Arthur, 1994), (Wood 
and de Menezes, 1998), (Paauwe and Richardson, 1997), (Patterson, West et al., 
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1997) - job satisfaction, motivation, and trust were increasingly seen as key determi-
nants (Guest, 1998) (Boxall and Macky, 2007), as well as for instance involvement 
(Wood and Wall, 2007). Additional approaches also consider that happiness and the 
closely related health and well-being have a significant impact on behaviour and per-
formance (Atkinson and Hall, 2011). 
3.2.1 Resource-based approaches for micro-enterprises 
In a first step, the author sought to decide which theoretical approach would be most 
likely to be used to justify, investigate and explain primary prevention as part of 
health management as an HR-practice and its influence on performance. Before do-
ing so, some important peculiarities should be considered: 
- In contrast to countries like the UK or the USA, which mainly employ qualified 
nurses in general practice care, the situation in Germany is different (Goetz et al. 
2013). General practitioners’ surgeries are an integral part of the German health care 
system. The individual physician’s practice is usually an economic enterprise, which 
is led by a self-employed physician, as a rule the legal owner and sole holder. In to-
tal, there are some 54,000 general practitioners' surgeries. The average general prac-
titioner’s surgery has 3.5 fulltime jobs according to infas (2016). In addition to the 
physicians, the so-called medical assistants (MFA) work in the physician's office. In 
total in Germany there are 417,000 MFAs. Of these, an estimated 194,000 work in 
general practitioners’ surgeries. These GP practices have similar working conditions, 
situations and employment relationships. Other working environments of MFAs such 
as community, specialist medical practices, medical care centres (similar to the UK 
NHS) and hospitals are not focused in the theoretical considerations. 
- From a functional point of view, German general practitioners’ surgeries are ac-
cording to the current EU classification micro-enterprises, since they have fewer than 
10 employees. They do not have their own HR department or an organizational struc-
ture. 
- Measures of primary prevention and general health management measures should 
be understood as "two-dimensional concept comprising both personal well-being and 
work-well balance" (Galabova and McKie, 2013). They affect both the private 
sphere and the professional environment. 
If one keeps these circumstances in mind, a universalist and or contingency approach 
are ruled out. They do not consider the size of an organization as one of the key fac-
tors. The universalist approach (Boxall and Macky, 2009) excludes this almost by 
definition, since it assumes that the success of HRM strategies results from a more or 
less "right" application of a specific HR practice. The approach to HPWS practices in 
SMEs is made more difficult by the fact that the starting point for the development of 
HPWS was the analysis of Japanese high-quality production systems in the 1970s 
and 1980s as pointed out by Bartram (2005). There is hardly any room in the HPWS 
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for the informal practices, which are often a competitive advantage of SMEs (Bar-
ney, 1991). Following Kinnie, Hutchinson et al. (2005) the difficulties for SMEs in 
the contingency approach with the "best fit" approach lie in the assumption that there 
is a business strategy from which a contingent HR policy can be derived. For exam-
ple, Bartram (2005) points out that SMEs are unlikely to develop an organizational 
strategy.  
A possibly promising approach for SMEs is provided by resource-based theories. As 
resources, whatever you mean by them, may well depend on the size of your organi-
zation, the theories that are most appropriate for them seem most appropriate for mi-
cro-enterprises. According to Marin-Garcia and Tomas (2016) in HRM literature the 
AMO model is widely accepted to explain the linkage between human resources 
practices and performance. Following Becker (1992); Appelbaum, Bailey et al. 
(2000), Boxall and Purcell (2003) the AMO model is an integrative approach, con-
sidering both resource-related perspectives, and complemented by socio-
psychological components. The AMO model can be seen as a further development of 
the Rhodes and Steers model (1978) discussed in the previous section. At first 
glance, the AMO model looks promising. But a more detailed literature review, such 
as those done by Marin-Garcia and Tomas (2016) in their study "Deconstructing 
AMO framework: A systemic review", reveals other factors must be taken into ac-
count for a more comprehensive approach.” 
An overview of other factors that go beyond the AMO model as a resource-based 
approach and influence the HRM performance relationship can be found in Peccei et 
al. (2013, p. 19). Of particular interest for this research are the paths between HRM 
practices resp. systems and organizational performance with resources "Employee 
well-being" and "Employee relationships and coordination". 
3.2.2 Psychological contract and the employee relationship in SMEs 
The fact that the success or the lack of success of HR practices for health manage-
ment does not depend so much on the way in which they are structured in terms of 
content brings social and organizational psychological considerations into the discus-
sion. The main question is what influences the HR attributions and thus the employee 
relationship. The bow is stretched wide. It ranges from the level of trust between 
employer and employee, historical aspects, management intentions and motivations 
to legal regulations and trade union organization. “The core point is that, once again, 
it may not ultimately be possible to gain a proper understanding of the effect of HRM 
on employee experiences, attitudes and well-being in isolation from the wider organ-
izational, institutional and historical context within which HR systems are embedded 
and operate." (Peccei et al., 2013, p.28) 
The literature search to get an impression of the employee relationship in general 
practitioners’ surgeries and their context is quite unproductive. The topic of human 
resource management (HRM) in general practitioners’ surgeries is unexplored, if you 
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expand the topic to HRM in micro-enterprises, you will come across with Mattare, 
Shah et al. (2013, p. 22) to the description also applicable to general practitioners’ 
surgeries "Since microenterprises – with five or less employees - are the smallest unit 
possible for a small business, the HR blueprints of these companies are hardly devel-
oped and there are no professional HR managers on payroll. At the microenterprise 
unit level of business, the owner wears the HR manager hat, along with many other 
hats.” At the same time, the outsourcing of HR tasks is not worth mentioning (<1% 
at n = 959). HR practices in small companies lack information. Two assumptions are 
typical. On the one hand, it is believed that small business HRM is simply an opera-
tional "downsizing" of HR practices in larger companies (Gilbert & Jones, 2000; 
Katz, Aldrich, Welbourne, & Williams, 2000; Kerr & McDougall, 1999 - cited in 
Mattare et al., 2013), on the other hand, it is believed that small companies them-
selves practice a homogeneous system of HRM. In fact, there is as much diversity as 
there is in larger companies (Mattare et al., 2013). 
As Wilkinson (1999) notes, literature on employment relations in SMEs tends to pre-
sent two ideal types of small business: the “small is beautiful” scenario and the 
“bleak house” scenario. 
- The "small is beautiful" view assumes that there are largely harmonious working 
relationships. At least insofar as conflicts are not openly resolved. Work is done in a 
"family atmosphere" characterized by good communication, low bureaucracy, high 
flexibility and low potential for conflict. The owner is seen as a devoted family head. 
- The "bleak house" view (Sisson, 1993) draws the picture of a rather highly authori-
tarian head of the family, who does not tolerate any contradiction and thus does not 
cause conflicts. The employees are apparently satisfied, because nobody complains 
or dares to complain. High flexibility is perceived as a missing system of regulations 
and orderly procedure. It is seen as the cause of instability. 
Between these polarizing perspectives, which certainly also occur in German general 
practitioners’ surgeries, there are many different shades of different forms of human 
resource management. It is particularly true of medical practices that, according to 
Wilkinson (1999), is attributed to most employers: "Thus order is seen as the norm 
and management prerogative is seen as right and not to be challenged: what is good 
for business is good for employees. Given that many owners define the small firm as 
their own creation, it is perhaps not surprising that employees should be seen as sub-
ordinate to the owner's view of what is best for the firm." (Scott, 1989). Informality 
and the lack of control systems are justified by the fact that especially small compa-
nies enable open communication and the "family atmosphere" promotes building of 
trust. 
This makes it clear that the introduction of health management is not so much a ques-
tion of appropriate management practices but relies on mutual and reciprocal trust. 
The emergence and maintenance of trust, in turn, is the subject of the psychological 
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contract, which may lead to a better theoretical understanding of the link between 
HR practices and organizational performance. 
Before the psychological contract and in particular its significance for SMEs is dis-
cussed in more detail, it should be pointed out that in its counterpart, the legally es-
tablished employment contract for micro-enterprises such as medical practice in 
Germany special rules apply. These give the psychological contract a particularly 
high importance. These rules include employee representation, dismissal protection 
and occupational health and safety obligations. These regulations place the MFAs in 
a weaker position in the protection of their interests compared to employees in larger 
companies. 
In "An exploration of small firm psychological contracts", (Atkinson and Cuthbert, 
2006) state that a "single typology of small firm relationships" is not possible. From 
the author's point of view, this is all the truer for micro-enterprises that are even more 
heterogeneous than the three small firms investigated by Atkinson, with an average 
of 77 employees per company. The model of a psychological contract she developed 
can be adopted as a framework through which to reflect nuanced understandings of 
the employment relationship. In Atkinson (2005) she argues that current approaches 
are over-generalized and dominated by size determinism. Assuming, like Marlow 
(2002), that informality is an enduring feature of SMEs, it is clear that an equally 
informal "mechanism" (Atkinson, 2005) as the psychological contract is promising 
for the explanation of employment relationship. 
The concern of the psychological contract goes back to Rousseau (1989, p. 123): 
„The term psychological contract refers to an individual’s beliefs regard the terms 
and conditions of a reciprocal exchange agreement between that focal person and 
another party. Key issues here include the belief that a promise has been made and a 
consideration offered in exchange for it, binding the parties to some set of reciprocal 
obligations.” Specifically, in the context of the employment exchange relationship 
employees keep their promises if employers also keep their promises according to 
Coyle-Shapiro (2002), Coyle-Shapiro and Kessler (2003). “Reciprocity” constitutes a 
core component in the psychological contract, meaning that employees positively 
respond to favourable behaviour from their employers (Rousseau & McLean Parks, 
1993). In cases where employees believe that employers have broken their given 
promises, this will have a negative effect on employee promises fulfilment Coyle-
Shapiro and Kessler (2000). 
Characteristic of the approach is, according to the author, that it focuses on the dy-
namics of the employment relationship. In the course of this, the dynamics of reci-
procity are not primarily influenced by the actual, factual fulfilment, but by what is 
perceived. Following Whitener (1997) in the psychological contract there is a gradu-
al development of the employment relationship, which, in the opinion of the author 
in a microenterprise, is a permanent change process due to the proximity of the own-
er and the employee. With each fulfilment or non-fulfilment of the obligations and 
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expectations, the complex and finely knit network of relationships changes and raises 
or lowers the level of trust. Due to the mutual conditionality creates a dynamic, 
which is characterized by feedback loops. 
In the case of an actual or even supposed breach of the psychological contract, em-
ployees may experience behaviour such as withholding information, more mistakes, 
leaving the organization or frustration, fear and mistrust. (Torrington, 2017, p.331). 
Referring to the psychological contract for attendance or absence, structural equality 
is a common feature of the Rhodes and Steers model (1978). The "cyclic nature" of 
the model is reflected in the escalation cycle of the psychological contract, as the 
following example shows: The expectation of the two MFAs to the owner physician 
is the fair treatment (obligation) of both. Suppose that an MFA is frustrated by an 
unjustified representation scheme, especially since, in her opinion, this has happened 
several times before. She takes the next opportunity to miss caused by "illness" for 
two days. Since this seems pretextual, but formally cannot be objected, the employer 
considers the promise "be honest" (Obligation) as not fulfilled. The absences lead to 
significant disruptions in practice, which in turn lead to new misunderstandings (un-
fulfilled expectations) and further disturbances by blaming all parties involved. 
Under the aspect of absenteeism reduction, a comparison of the Rhodes and Steers 
model (1978) with the psychological contract reveals that the latter avoids a weak-
ness of the Rhodes and Steers model. This runs the risk of seeing absenteeism pri-
marily in the individual responsibility and decision-making power and thereby per-
sonalizing it. This is evident, among other things, from the fact that the “Personal 
Characteristics (of the employee)” in the model (cf. Figure 4), is the only element 
that is not influenced by others. By considering of the (equivalent) “Personal Charac-
teristics of the employer”, it becomes clear that he/she, too, may be responsible for 
the job situation, which then leads to possible absences. 
The partners in the psychological contract are the general practitioner on one side 
and the MFAs on the other. The actions of the physician as agent of the psychologi-
cal contract largely correspond to one of the management styles exploitative or be-
nevolent authoritative resp. consultative or participative system (Likert, 1967). As 
owner manager your own autonomy and independence are of importance to the gen-
eral practitioner. Influenced by the doctor's actions are satisfaction, commitment and 
motivation. 
In the literature on the psychological contract, a distinction is made between transac-
tional and relational contracts. Transactional contracts involve short-term, specific, 
and monetary in nature beliefs such as competitive wage rates and performance-
based pay. Relational contracts involve long-term, less specific, and monetary and 
non-monetary in nature beliefs such as job security, loyalty, training and develop-
ment, career development, commitment and trust (Cavanaugh & Noe, 1999; Robin-
son, Kraatz & Rousseau, 1994; Rousseau, 1990 – cited in Katou, 2013, p. 572). 
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The Model presented by Atkinson (2005) suggests that transactional obligations 
within the content of the psychological contract will be predicated upon cognitive 
trust and distributive justice, whereas relational obligations will be predicated upon 
affective trust and interactional justice. Cognitive trust can be seen as a trust that is 
purely rational and calculated, while the affective trust has social relationship and 
mutual concern (Atkinson, 2005, p. 44). Distributive justice (Deutsch, 1985) is the 
perceived fairness of outcomes employees receive, drawing on equity theory (Ad-
ams, 1965) as a dominant framework; and interactional justice (Bies and Moag, 
1986) is the quality of interpersonal treatment received at the hands of the deci-
sionmakers (cited in Atkinson, 2005, p. 39). 
According to this categorization, measures of health management in SMEs belong to 
the relational obligations associated with affective trust and interactional justice. 
Based on the fact sheets of the CIPD recommendation (2008), these are employer-
side expectations associated with promises and outlooks of "A pleasant and safe 
working environment" and "An attractive benefits package". On the employee side 
these are "Develop new skills and update old ones" and possibly "Maintain high lev-
els of attendance", whereby the latter also partly includes aspects of the cognitive 
trust. 
The above statements show that the question of the effectiveness of health manage-
ment measures focuses on the mutual fulfilment of the psychological contract. 
Slightly generalized, according to the author, the psychological contract could be the 
missing link between HRM and performance. 
3.2.3 The link between HR practices, psychological contract and performance 
Focussing on the fulfilment of the psychological contract at the centre of the analysis 
of the employment relationship is the central idea of Katou (2013). Her framework, 
as it will be presented, sees the author as fundamental to HR management measures 
in SMEs. 
Compared to the initially mentioned AMO model, the author believes that this 
framework has not only a theoretical foundation, but also a statistical validation. The 
purpose of the study at that time, on which the framework is based, was to examine 
the extent to which the relationship between HRM and organizational performance 
changes as a result of an economic crisis, here the financial and economic crisis in 
Greece (Katou, 2013, p.570). For this purpose, a model is proposed that combines 
two systems: the psychological contract system and the HR practices system. Figure 
7, which summarizes two mappings of the original contribution (Katou, 2013, Figure 
1, p.572 and Figure 2, p. 583), shows the overall context. 
Before explaining the framework in more detail, it is important to draw attention to a 
context that is especially relevant to small businesses. Unlike, for example, Tzafrir 
(2005, p. 1616), which is commonly believed, organisational performance does not 
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derive better performance, but rather behaves the other way around. "„… the nega-
tive factor loadings of size item reveal that organizational performance does not fol-
low the economies of scale rule, …” " (Katou, 2013, p. 584). However, one must put 
the statement into perspective, since the study was only examined for organizations 
with more than 20 employees (a total of 177 interviewed organizations with an aver-
age of 152 employees and an average of 5 respondents per organization). 
In the centre stands, framed by a broken line, the Psychological Contract Fulfilment. 
Linked to this is the hypothesis that Employee Attitudes mediate the relationship be-
tween Employer Promises Fulfilment and Employee Promises Fulfilment. According 
to Katou (2008), the Employee Attitudes were measured with the characteristics Sat-
isfaction, Commitment and Motivation. As indicators for the Employer Promises Ful-
filment ten items of the psychological contract fact sheet of the CIPD (2008) were 
taken over. McDonald and Makin (2000) distinguish between transactional and rela-
tional factors. In the figure, the two transactional factors are highlighted in grey, the 
remaining eight relational factors have no emphasis. In the same way, the ten indica-
tors for Employee Promises Fulfilment (3 transactional and 7 relational) are present-
ed. As suggested by Coyle-Shapiro and Kessler (2000, p. 912 ff.), not the actual ful-
filment but the perceived fulfilment has been questioned. The indicators were or-
dered according to the confirmatory factor analysis carried out by Katou (2013). The 
indicator with the higher explanatory value, corresponding to the factor loading, is 
further to the left. For reasons of clarity, the factor loadings have not been included 
in the figure. Thus, the indicator for transactional factors with the highest explanato-
ry value for the fulfilment of the Employee Promises is Maintain high levels of at-
tendance (0.57), in the fulfilment of the Employer Promises it is An attractive bene-
fits package (0.59). In the case of the relational factors for the Employee Promises 
with the highest explanatory value, these are Uphold company reputation (0.59) and 
Show loyalty to the organization (0.59); at the employer promises they are Interest-
ing tasks (0.61) and Feedback for performance (0.61). 
The statistical analysis of the correlations confirms with high (standardized) correla-
tion coefficients the relationship Employer Promises Fulfilment on Employee Atti-
tudes (0.94) as well as the relationship of Employee Attitudes to Employee Promises 
Fulfilment (0.86). Employee Attitudes indicators are almost equivalently relevant - 
satisfaction (0.67), commitment (0.64), motivation (0.65). This confirms the hypoth-
esis on the functioning of the psychological contract system at a high level of signifi-
cance (p <0.01). The Employee Attitudes form the heart, as Boxall and Purcell (2003) 
put it, or the epicentre, as Katou (2013) puts it, of the psychological contract system. 
If one as the author follows this hypothesis, it is to be assumed that also in German 
general practitioners’ surgeries the Employee Attitudes strongly influence the fulfil-
ment of the Employee Promises and that they themselves are strongly influenced by 
the fulfilment of the Employer Promises. Introducing health management, and pro-
moting personnel prevention activities, could create Opportunities for training and 
development and Opportunities for promotion on the part of the employer. In addi-
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tion, an A pleasant and safe working environment could be supported. This would 
not only improve the transactional conditions for Fulfilling Employee Promises, but 
also the relational factors of Loyalty to the organization, Uphold company reputa-
tion, and Develop new skills and update old ones. If the physician, as an employer, 
also make use of the opportunity to delegate primary prevention tasks to the MFA, he 
would promote the factor that has the greatest impact on employee Satisfaction, Mo-
tivation and Commitment, namely, Interesting tasks. 
 
 
Figure 7: An HR practices – psychological contract – organizational linkage frame-
work (Katou, 2013, p. 572 combined with p. 583) 
From the order of sorting the transactional factors, it becomes apparent that action 
on the factors Pay commensurate with performance and Maintain high levels of at-
tendance should come first. As Atkinson (2005, p. 51) points out, the transactional 
factors are to be seen as hygiene factors in sense of Herzberg (1959). This means that 
first, the consistency of the transactional factors must be present before positive ef-
fects can be expected through relational factors. Katou (2013, p. 586) confirms this 
view by comparing the standardized coefficients, stating, "Therefore, our findings 
support the view that transactional aspects of the psychological contract must be 
addressed (Millward and Brewerton, 1999), because transactional aspects drive rela-
tional aspects due to their cause and effect association (Pate et al., 2003). " 
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The second system in the framework, the HR Practices system, is hypothesized to 
mediate the relationship between HR Practices and Organizational Performance 
through the Psychological Contract Fulfilment. This means that the HR Practices via 
the Employee Attitudes influence the Organizational Performances. This is con-
firmed by high standardized correlation coefficients between HR Practices and Em-
ployee Promises Fulfilment (input) and between Employee Promises Fulfilment (out-
puts). The hypothesis was reinforced in the study by Katou (2013) by testing the di-
rect connection between HR Practices and Organizational Performance, i.e. without 
the interposition of the psychological contract, and rejecting it for lack of signifi-
cance. "This means that better HR practices will produce superior psychological con-
tracts, which by incorporating healthier employee attitudes will improve organiza-
tional performance"(Seeck and Parzefall, 2010) (Seeck & Parzefall, 2010). 
The interviewed HR Practices consisted of 12 items that were developed by 
Armstrong (1996), and grouped into four areas: Resourcing (recruitment, selection, 
flexible work arrangements), Development (work design, performance appraisal, 
training and development), Reward (compensation, promotion, incentives) and Rela-
tions (participation, involvement, communication). Each of the components of em-
ployee Rewards is capable of producing psychological contract by establishing the 
belief that organization’s employees worth their long-term salaries (Gomez-Mejia, 
2004). Good employee Relations produce positive feelings to employees who ac-
cordingly keep their promises to organizations (Robinson, Kraatz et al., 1994). 
Among the HR Practices with the highest impact on Employee Promises Fulfilment 
are promotion (rank 3) and participation (rank 5). 
Although HR Practices do not explicitly mention health management and prevention, 
it can be assumed that they are also considered a Reward (promotion) by the general 
practitioner and thus strengthens the fulfilment of Employee Promises. If, for exam-
ple, the development of preference profiles increases the participation rate among the 
MFAs, the promises of the personal contracts can also be fulfilled more easily. 
Organizational Performance is measured by the indicators Effectiveness (0.61), In-
novation (0.60), Development (0.58), Quality (0.53) and Efficiency (0.48). In brack-
ets the standardized coefficients. After that, Effectiveness is most strongly influenced 
by the fulfilment of Employee Promises. 
The specific items constituting the Organisational Performance construct include: 
Effectiveness - if the organisation meets its objectives; Efficiency - if the organisation 
uses the fewest possible resources to meet its objectives; Development - if the organi-
sation is developing in its capacity to meet future opportunities and challenges; Inno-
vation - for products and processes; and Quality - per cent of products of high quali-
ty, adopted from Delaney and Huselid (1996). 
The link from Employee Promises to Organizational Performance especially for 
general practitioner’s surgery or health management is only discussed in a few stud-
ies. In his "Socio-technical System Analysis and Assessment in Medical Practices" 
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by Majumdar (2004), all aspects of performance are addressed holistically, but the 
Psychological Contract remains outside; at best, the work-organization cooperation 
with the assistant, the former name for the predecessor profession of MFAs, is dis-
cussed. One focus is more on the management skills and especially the self-
management of the physician. A distinct connection is made by Szecsenyi et al. 
(2011), evidencing a clear link with patient satisfaction, a component of Quality 
management, quasi from the centre of the Psychological Contract, employee Satis-
faction. Kathmann and Dingeldey (2013, 2014) show that breaches and violations of 
the Psychological Contract, such as precariousness pay and job insecurity, can lead 
to performance impairments. Moeller and Babitsch (2017) emphasize the importance 
of prevention and health promotion for MFAs (n = 43) and derive from this a sus-
tainable further education concept for the workplace. 
Overall, the theoretical framework proposed by Katou (2013) can contribute to a 
better understanding of the people and performance link by embedding one system 
(psychological contract system) into another more comprehensive system (HR prac-
tice system). Through the reciprocal fulfilment of promises, but also through the non-
fulfilment of promises as well as concrete breaches of contract and unfulfilled expec-
tations, the history of the organization is expressed. This creates, in the author's view, 
a complex dynamic that is difficult to control, which makes it difficult and perhaps 
completely impossible to illuminate the initially mentioned "black box" and turn it 
into a "white box" - maybe the box is more like a kaleidoscope. 
For the aspired priority concept with the promotion of personal health potentials of 
the MFAs in German general practitioners’ surgeries the framework offers the possi-
bility to locate health management in a holistic concept for practice management. 
The health promotion measures themselves constitute an HR Practice that allows the 
physicians to increase Satisfaction, Commitment and Motivation in fulfilment of their 
promises from the Psychological Contract. In doing so, employees can increase the 
Organisational Performance of their general practitioner's surgery, in terms of Effi-
ciency and Quality, in fulfilling their part of the Psychological Contract. The next 
section is therefore about the implementation. 
3.2.4 About the benefits of health management 
"It [well-being] represents a broad bio-psychosocial construct that includes physical, 
mental and social health" (CIPD, 2016, p. 4). The initiative to act and promote per-
sonal health potentials in general practitioners’ surgeries could, as Greasley, Edwards 
et al. (2012) express, be a "win-win" situation that meets both employers’ and em-
ployees’ organizational interests. 
As far as physical health is concerned, as Marsden and Moriconi (2009) conclude 
„There is now a substantial body of research indicating that the kind of policies used 
by PFW [a British company] to improve employee health and promote more healthy 
life-styles are potentially beneficial to organisations. … Some aspects of people’s 
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life-styles are particularly associated with higher absence rates, including smoking, 
heavy drinking, drug abuse, and lack of exercise.” In the author's opinion, this state-
ment should also apply to general practitioners’ surgeries and is a reason why, in a 
first step, in health management measures, primary prevention to improve physical 
health is first recommended. Especially when it comes to physical well-being, the 
"win-win" situation at the primary prevention measure becomes apparent with influ-
enza vaccination. It has been shown to significantly reduce absence days and leads to 
the worker avoiding physical discomfort associated with any flu. 
The connections become more problematic regarding the mental and social well-
being. Although the following statement from (Greasley et al., 2012, p. 444) refers to 
call centres, it can be applied to medical practices where the task can certainly be 
classified as stressful: Baldry, Taylor et al. (2006, p. 252) conclude from their re-
search on call centres that “when a task which is itself stressful” is performed in an 
“unsupportive” work environment that requires extensive interaction with technology 
above recommended levels, “a reduction in employee health and well-being must 
inevitably occur”. This illustrates that the value of the resource human capital lies not 
only in physical well-being, but also in mental and social well-being and their inter-
play. Here it becomes apparent that, depending on circumstances, HR practices can 
also lead to "win-lose" situations. If it becomes obvious to the employee and trans-
parent that, for example, his or her health should only be promoted so that it is even 
more efficient in the sense of the organization, this will sooner or later have a lesser 
effect on motivation and decreasing engagement. 
A more detailed analysis of the role of employee well-being in the HRM-
organizational performance relationship was provided by Peccei et al. (2013). Based 
on two perspectives identified by Peccei (2004) on the HRM-WB-OP relationship, 
the so-called "optimistic" and "pessimistic", and a comprehensive literature review 
by Van De Voorde, Paauwe et al. (2012) they discuss three scenarios of the HRM-
WB-OP relationship: 
- Weak mutual gains: This simple win-win situation scenario results and improve-
ments to well-being as well as organizational performance for an HR action. But 
these results are not interrelated; they are to be considered in isolation from each 
other. 
- Strong mutual gains - As with the weak mutual gains’ scenario, HRM affects both 
WB and OP, in addition to a reinforcing effect, in that WB itself has a positive effect 
on OP. 
- Conflicting outcomes - This is a simple win-lose scenario where HRM proves use-
ful for organizational performance, but at the same time, it is detrimental to the well-
being of the employee. This model suggests that performance increases are due to 
exploitative HR practices or that there are conflicting goals. 
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Health management measures are likely to lead, at least as a rule, to weak mutual 
gains. Since they also influence the factor "job satisfaction", they lead to an increase 
in customer satisfaction, at least in the professional field of MFAs, as shown in 
Szecsenyi et al. (2011), a double effect can be expected, i.e. strong mutual gains. 
However, primary prevention measures specifically for MFAs should not be over-
looked as leading to more responsibility. As stated in Regus (2012), and Babitsch 
and Von Moeller (2017), this may lead to a change of tasks. The MFA takes over 
tasks such as for example vaccinating, with medical content. In discussion is whether 
this achievement is specially rewarded. In any case, delegating tasks from the physi-
cian to the MFA increases their responsibilities, and this, in turn, is often perceived 
as an increasing pressure to perform and stress, which can lead to conflicting out-
comes. 
Nishii, Lepak et al. (2008) draw attention to the fact that the success of health and 
well-being measures depends not so much on their content, but on the management-
philosophy recognized by the employee. In the typology they propose, management 
philosophies can be attributed to service quality, cost reduction, employee well-
being, exploiting employees, or union compliance (Nishii, Lepak et al., 2008, p. 
509). Depending on the perceived management philosophy, the practices are differ-
entially successful. Quality and well-being attributed ones are more associated with 
an increase in employee satisfaction and commitment (strong mutual gains), while 
cost or exploitation attribution tends to reduce employee satisfaction and commit-
ment (conflicting outcomes). 
3.3 Bridging the implementation gap 
While in the previous sections the theoretical conditions under which HR practices 
could be successfully used to reduce absenteeism and to increase performance are 
discussed, this section focuses on the transfer of HR practices from theory into prac-
tice. Considerations for the fulfilment of the psychological contract as well as the 
development of the priority concept and its implementation are contributions to clos-
ing the gap. The basis for this is a participative decision-making concept and a stand-
ardization proposal for health management in SMEs developed by Walter (2007). 
Finally, it is explained and clarified why in German general practitioners' surgeries 
the HR practice of primary prevention should be implemented first, ahead of other 
conceivable activities such as reorganization of work or change of job design. 
The framework presented in the previous section (Katou, 2013) helps to improve the 
theoretical understanding of the link between HR practices and possible performance 
enhancements. The focus is on content considerations. For application oriented HRM 
research, however, questions of implementation, that means questions about the pro-
cess of introduction, are becoming increasingly important. Torrington et al. (2017, 
p.80) note that intended strategies, policies and HR practices are not implemented as 
planned, which may lead to disruption and impairment of the targeted performance 
improvements. Biggs, Abel et al. (2011, p.169) refer to Knight, Cowling et al. (2006) 
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and state: "The implementation crisis in conservation planning is one of conserva-
tion’s greatest challenges. Although conservation planning is a social process that 
encompasses assessment, planning, and sustained management of areas important for 
achieving conservation goals, conservation planning approaches continue to empha-
size ecological over social considerations.” Wang, Zhu et al. (2009, p. 63) consider 
the "implementation gap" in addition to "apperception gap" and the "system gap" to 
be one of the key influencing factors in the formation process of employee satisfac-
tion. The implementation gap itself, they see as "caused by the system constituted 
has not been truly implemented." These and other gaps are closely related to the psy-
chological contract.  
In this section, therefore, the psychological contract and the decision-making once 
again are broached, as they seem to be central both for the HR process itself and for 
the implementation process. Behind every implementation is a decision-making pro-
cess. If the employee is involved in this process and realizes why the decisions fall as 
they are, the implementation is smoother. 
3.3.1 The implementation process and the psychological contract 
The HR-PC-OP framework presented in the previous section (Katou, 2013) provides 
a first important implementation suggestion with Atkinson's (2005) note on hygiene 
factors. First, the mutual promises on the transactional factors of the psychological 
contract must be fulfilled before performance increases can be achieved through in-
creased satisfaction, motivation, and commitment. Health management relies more 
on the relational components of the psychological contract. From this point of view, 
its implementation in a general practitioner’s surgery, where the transactional condi-
tions are not correct, where precarious pay and marginal workloads are present, is 
doomed to failure. 
Another aspect that pertains to the fundamentals of the psychological contract should 
be noted. No matter what is implemented, after implementation, the organization is 
different than before. If it is not clarified beforehand whether the employee wants to 
apply the psychological contract to the newly developing organization, in the figura-
tive sense of the contract extended, the desired changes, even if the transactional 
conditions are right, are also hardly feasible. If the change causes the employee to 
work for an organization for which he did not originally serve, it is all too quickly 
perceived as a breach and violation of the psychological contract with all its negative 
consequences. It is not without reason that Oreg, Michel et al. (2013) point to the 
critical importance of the workers' perspective. An aspect that should be considered, 
for example, when - as in Mergenthal, Beyer et al. (2013) explained - MFAs are to be 
increasingly used in home-centred care (VeraH) due to their improved primary pre-
vention skills, which will then be used for home visits. This argument is in line with 
Marsden and Moriconi (2009, p. 5), who notes: “For example, an emphasis on im-
proving health may also signal to employees that their employers wish to change the 
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psychological contract. Equally, it may be hard for an employer to change the psy-
chological contract without emphasising the value of employee health.”  
The employee's question about the "why" (Nishii, Lepak et al., 2008) or, more gener-
ally, "sense-giving", raises an aspect of the implementation process that, although not 
a direct part of the psychological contract, has a lasting effect on its fulfilment. It is 
the question of the credibility of the employer and his/her motivations associated 
with the introduction. Shipton, Sanders et al. (2015) found that where employees 
perceived that HR practices were implemented with an eye to their needs and aspira-
tions, they were more inclined to report positive attitudes and to behave in a way 
conducive to the achievement of organisational goals. Nishii, Lepak et al. (2008) 
draw attention to the fact that the success of health and well-being measures depends 
not so much on their content, but on the employer’s management-philosophy and the 
motivation behind recognized by the employee. These questions have a special sig-
nificance for a physician's practice, as described in more detail in Majumdar (2004), 
because there is a constant balance between the medical claim of healing and com-
mercial interests. 
As with all primary prevention measures, the role model of the physician is also im-
portant as it enhances the previously mentioned credibility. The leaders of a general 
practitioner’s surgery need to take personal responsibility and a role model here 
(Gerlach (2001) cited in Amend (2005, p. 73); Bruch and Kowalevski, 2013). Alt-
hough the role model function is not a direct matter of the psychological contract, it 
is obvious, at least in a general practitioner’s surgery, that primary prevention can 
hardly be successfully implemented if the responsible physician itself interferes im-
pair with personal health potential. 
The last note addresses another fundamental implementation problem. Legal and 
psychological contracts essentially relate to the professional environment. Primary 
prevention, however, affects both the private and the professional environment. CSR 
is increasingly recognizing and accepting that companies are responsible to society 
and employees for "healthy" jobs. But there remains the question of whether it can 
derive from the claim to interfere in the private life of the employee, or whether this 
recognized as a breach and violation of the psychological contract. Primary preven-
tion measures are predominantly life-style measures and can be regarded as an inter-
vention in the work-life balance. In order to avoid misunderstandings on this point, 
measures for employee participation and involvement should be taken at an early 
stage for the implementation in order to identify possible potential for conflict as 
well as preferences and to include these in the decision. 
The last point outlines the theme of the second research question. 
1. Which of these measures are already practised and which are preferred by the staff 
of the general practitioners’ surgeries? 
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The result is a preference profile with the proposed measure based on the evaluation 
of survey results, the MFA survey. 
3.3.2 Decision-making for implementation 
“To them [the employees] this means that, ‘more effort should be devolved to find-
ing out what managers are thinking and why they make the decisions they do.” 
(Becker and Gerhart, 1996, p. 794 – cited in Kinnie et al., 2005, p. 10). This quote 
makes a good transition to the actual decision-making process. It is assumed that the 
more transparent the decision criteria, the weighting, relevance and evaluation, the 
more acceptable a decision becomes. The aim is to develop a concept of priorities 
that, in the sense of the psychological contract, can be understood by both the em-
ployer and the employee and, if necessary, adapted to the specific situation. The re-
lated research questions are: 
2. On what basis can the implementation of these activities be prioritized by a multiple
criteria decision-making model, which considers relevant stakeholder perspectives? 
 
3. How can the procedure of decision-making be adapted to the specific conditions of 
an individual general practitioners’ surgery? 
The decision-making process itself is a rather methodical question and is therefore 
dealt with in more detail in the chapter "Methods". From the framework, the psycho-
logical contract as a stakeholder perspective yields both the employee view and the 
employer view. The employee view flows in via the results of the preference profile 
as a decision criterion for acceptance, since a successful implementation without 
acceptance can hardly succeed. The employer view is represented by the decision 
criterion costs. Organizational performance as part of the framework results in the 
third decision criterion, effectiveness. 
The result of the multi-criteria decision-making model is a list of priorities with sug-
gested primary prevention measures proposed to the general practitioner’s surgery 
for implementation. This creates the basis for an efficient implementation that can 
take advantage of standardization. 
Since "one size does not fit all" (Kinnie et al., 2005), starting points for adaptations 
are shown that may change the sequence shown in the priority concept. 
3.3.3 Approaches to implementation  
The introduction of activities promoting personal health potentials can take different 
forms. The chapter "Discussions" investigates three approaches that build on each 
other. The first sees the promotion of personal health potential as a more or less 
unique, situational action. The setting is: The general practitioner is convinced of the 
correctness of the concept and now plans to implement it as quickly as possible in his 
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own practice without any further implications. The second setting sees the standard 
proposal on primary prevention as a first key step towards a more comprehensive and 
ambitious doctor's health management project, based on the recognition that employ-
ee health can be a key success factor for the practice and, in the longer term, not to 
be underestimated represents a competitive factor. From a holistic view of practice 
management, health management can be embedded in a more comprehensive quality 
management system. These approaches are the subject of the research question: 
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5. What approaches should the general practitioner (as owner) consider if he/she wishes 
to set priorities for the introduction of a health management system?  
In order to reflect the outcome of the MFA survey and the established priority con-
cept, structured qualitative interviews were conducted with selected general practi-
tioners. 
The necessity and the benefits of introducing a health management system have been 
proven in several studies. There is a regular report from the Government on the Ger-
man health management. The IGA report by Sockoll, Kramer et al. (2006) provides a 
good overview of the health management activities in general. In the “Health Man-
agement in Small and Medium-Sized Enterprises - Results of a Representative Sur-
vey“ Zelfel, Alles et al. (2011) showed that one third of the German SMEs do not 
have any health management and that there is a need to improve the health manage-
ment in German SMEs and that the health management is not established in German 
SMEs. The smaller the enterprises the less health and well-being programs are found. 
Small and medium-sized enterprises have a need for consultation in cases of illness 
or health prevention. However, there is not yet an organised structure available for 
getting advice. 
Implementation means integrating a subsystem into a more comprehensive system. 
However, standards based on experience and proven concepts are helpful to bridge 
the implementation gap especially with SMEs, who often cannot afford to learn the 
hard way. This is presented here for the field of health management. 
Standardization can contribute to closing the implementation gap. This applies in 
particular to measures of quality management. "One of the mainstays of TQM is 
standardization in Japanese understanding. There must be clear standards for every 
work process - as a necessary tool for permanent review and improvement of quality. 
At the same time, standards are not formulated for every single work step, but merely 
standardized and therefore measurable. The task of the management is to set the 
standards and to ensure that all employees work according to these standards. It is 
also the task of the management to create the conditions for constantly questioning 
existing standards and replacing them with new, better standards. "Imai (2002, p. 
126f.) cited in Walter (2007) - translated by the author. 
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Especially in the medical field, standardization has become established in the form of 
guidelines. According to Timmermans and Berg (2003) they serve as the basis for 
good results for the contents of medical work and the concrete actions of physicians. 
Standardization supports a systematic approach and provides a benchmark for as-
sessing progress in the introduction, assessment, establishment and stabilization of 
management activities. Under stakeholder aspects, standardization helps to improve 
the transparency and traceability of decisions and coordination measures. By allow-
ing standards to be applied independently of organization-specific issues and goals, 
they offer time and cost advantages, helping to reduce the implementation gap. 
For the standardization of health management, Walter (2007) has developed a target 
system for SMEs, which can also be used as a guideline for general practitioners’ 
surgeries. As demonstrated in the next section, it also allows the prioritization of 
health management measures. 
Following Walter (2007, p. 217) four major goal areas can be identified for the 
standardization and implementation in small enterprises in the sense of a balanced 
scorecard (Kaplan and Norton, 1996). Each major goal is divided into three sub-
goals: 
• Development and permanent anchoring of the management system (1) 
- Development and optimization of employment policy requirements 
- Design and optimization of structural and planning framework 
- Execution and optimization of core processes 
• Strengthening the social and human capital (2) 
- Health promoting work organization (2.1) 
- Health promoting organizational design (2.2) 
- Promotion of personal health potentials (2.3) 
• Improvement of well-being and health (3) 
- Increasing emotional well-being (3.1) 
- Improvement of physical health (3.2) 
- Reduction of risk factors (3.3) 
• Improvement of productivity, quality and economy (4) 
- Improvement of performance and productivity (4.1) 
- Improvement of quality and customer focus (4.2) 
- Cost improvement (4.3) 
These goals are used in the following subsection to discuss the target system and its 
interdependencies. In doing so, the respective sub-goals were taken over for prioriti-
zation - except for the first goal, the development and permanent anchoring of the 
management system (1). Because the management system consists of the general 
practitioner, the main success factor is the leadership ability of the physician. She/he 
defines the company policy, manages the planning framework and monitors the es-
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tablished processes in the framework of Quality Management Guidelines (QM-RL) 
for SHI-accredited physician (G-BA, 2016). 
This research contributes to the standardization of measures to achieve the sub-goal 
2.3 "Promotion of personal health potentials (primary prevention)". The aim of this 
work is, among other things, to provide decision-makers with a standardized and 
well-grounded concept for achieving goals in such a way that the stakeholder per-
spectives integrate employees, effectiveness and costs. 
An important issue for the implementation is the finding that the goals and objectives 
are not independent of each other. They can complement each other or conflict ac-
cording to Zangemeister (2014). For a promising implementation, it is therefore im-
portant to identify those goals that have the highest possible reinforcement effect. For 
example, improving physical health (sub-goal 3.2) is usually associated with an in-
crease in emotional well-being (sub-goal 3.1) and a reduction in health risk factors 
(sub-goal 3.3) and vice versa. 
3.3.4 Deriving priorities for German general practitioners’ surgeries 
The previous sections are focused on "Promotion of personal health potentials". But 
this is just one possible starting point and one sub-goal to establish a comprehensive 
health management system. This subsection is about depicting the previously de-
scribed dependencies in the target system and then providing a systematically de-
rived and theoretically sound recommendation for the implementation priorities. At 
the same time, it justifies why the priority concept presented in this research focuses 
on primary prevention as a first implementation step and not on other areas of a 
health management system such as work organization or job design.  
Methodically the derivation of priorities is based on a cross-impact matrix in which 
the reciprocal influence of the goals is evaluated as proposed by (Vester, 2009). As 
suggested by (Gomez and Probst, 1997), the dependencies are used to find out the 
changes with the largest control lever; the so-called "steering abilities". Following a 
suggestion by (Wilms, 2012), a priority concept for the implementation can be creat-
ed.  
The contexts developed in this subsection are taken up in the chapter "Discussion" 
and help to answer the research question: 
5. What approaches should the general practitioner (as owner of the practice) consider if 
he/she wish to set priorities for the introduction of a health management system?  
In addition, this subsection provides concepts on which the qualified interviews with 
physicians will rely on. 
Content of the derivation of priorities is based on Walter's goal system (2007) and 
supplemented with aspects of the causal model of absenteeism (Brooke, 1986), the 
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revised Rhodes and Steers model (1978) presented at the beginning of this subsec-
tion. To illustrate the relationship to Walter's goal system (2007), the goals and sub-
goals are highlighted in italics. 
3.3.4.1 Leadership ability 
If one follows Walter (2007), the development and permanent anchoring of the man-
agement system is of central importance for the establishment health management in 
SMEs. Only if the topic of health management is permanently present and incorpo-
rated in all important planning and organizational decisions can health management 
succeed. Transferred to the general practitioner's surgery, this means a high standard 
of the general practitioner's leadership ability. Regardless of the management style, it 
is by no means self-evident that in the general practitioner’s surgery, beyond the le-
gal requirements, the creation of a health-promoting environment is more successful 
than in other sectors. Skills relevant to leadership, motivation, work organization and 
health management are usually not taught in the education and training of primary 
care physicians. In the following it is shown to what extent the literature review can 
be used to derive relationships between the leadership ability and other goals.  
The direct influence of the owner's leadership abilities on an improvement of produc-
tivity, quality and economy is well documented. Frodl (2016) sees the core tasks of 
practice management as reducing costs and improving efficiency. The relationship 
between leadership ability and cost improvement is presented in Köper, Möller et al. 
(2009) and Amend (2005). The improvement of quality and customers focus depends 
mainly on the ability of the physician to lead the patient. He/she is obliged, as point-
ed out by Köper, Möller et al. (2009), Marcks (2012) and Amend (2005), to ensure 
the quality standard and the customer orientation of the surgery. The exemplary role 
of "healthy" leadership demonstrated by Bruch and Kowalevski (2013) has an im-
pact on personal health potentials (prevention). Thus, the physician does not appear 
particularly credible if he / she maintains a personal lifestyle that cannot just be de-
scribed as beneficial to health - especially since this will not be hidden because of the 
proximity of the MFA. 
The factors ‘organisational permissiveness’ and ‘kinship responsibility’ identified in 
Brooke's (1986) causal model of absenteeism (see section 3.1.2) are directly related 
to the relationship leadership ability and improvement of productivity, quality and 
economy. It corresponds to the idea of an "absence culture" (Johns & Nicholson, 
1982; Nicholson, 1977 – cited in Brooke, 1986, p. 353), and can be considered em-
pirically proven for the ‘organisational permissiveness’ (Seatter, 1961, Rhodes and 
Steers, 1981; Winkler 1980, Popp and Belohlav, 1982 – cited in Brooke, 1986, p. 
353). Regarding ‘kinship responsibility’, especially for MFAs, it is important to note 
that this leadership aspect is of importance, as part-time work is very important, as 
described in subsection 3.1.1, and women's income is essentially ancillary, subordi-
nated to family interests if necessary. The factor ‘distributive justice’ in Brooke's 
(1986) model can also be attributed to leadership ability. However, it does not direct-
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ly affect productivity, quality or economy, but indirectly impacts emotional well-
being, job design and work organization. 
Evaluating the implications of leadership ability under the aspect of a psychological 
contract (Atkinson, 2008; Katou, 2013) and its fulfilment, as discussed in section 2, 
the transactional promises refer directly and clearly to productivity and economic 
goals. Quality and customer focus are paramount in relational promises such as ‘rep-
utation, loyalty and courteous’. Employees’ expectations are largely based on emo-
tional well-being and work organization (e.g., ‘pleasant and safe working environ-
ment’). 
3.3.4.2 Strengthening the social capital and human capital 
In addition to the leadership quality of the physician, the content of the vocational 
training of the medical assistant (MFA) are crucial for a health enhancing job design. 
The occupational profile is very wide and holistically and thus meets the require-
ments of the principle of harmony: task - request - responsibility must stand in line. 
Following the BIBB survey (Bundesinstitut für Berufsbildung BIBB, 2012) (Federal 
Institute for Vocational Education and Training), the general job design of the MFAs 
seems to be alright: 87% of the MFAs confirm in the survey that working is adequate 
to their vocational training; compared to 77% for all the professions (Figure 8). 
Improvements for a health enhancing job design directly affect the organisation of 
work. The link to the organisation of work is addressed at Berger et al. (2008), 
Larsson, Landstad et al. (2009), and Amend (2005). An example of how job design 
can affect the work organization is participation. "Participation is another success 
factor dealing with work health promotion and organizational development." (Juran, 
1989, cited in Larsson et al., 2009, p. 55). Employees who are involved in the design 
of work organization, better control generally the work processes and respond in 
flexible, if there are deviations from the standard. An improved health enhancing 
work organisation in turn promotes the emotional well-being (Graham et al., 2010;   
Larsson et al., 2009), as stress-producing and conflict-inducing procedures are avoid-
ed. 
There are many direct references from a health enhancing job design to the emotion-
al well-being. Work overload and mental underload, unsatisfactory task allocation, 
low self-realization, pay and work schedules are referred as tags to indicate the link 
(Graham et al., 2010; Saari, 1981; Berger et al., 2008; Hausknecht et al., 2008; Lars-
son et al., 2009). This link seems to be the reason for Hausknecht’s statement: "The 
lowest amount of absenteeism which found among work units where job satisfaction 
and organizational commitment were both high." (Hausknecht et al. 2008, p. 13) 
A health enhancing work organization directly affects emotional well-being (Graham 
et al., 2010; Köper et al., 2009; Larsson et al., 2009). 82% of the physicians ques-
tioned by Amend (2005, p. 96) see in the practice organization a significant im-
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provement potential. 78% see in the foundations of the work organization and time 
management improvement areas in the work spectrum of the employees. 
 
 
Figure 8: The job design of MFAs fits to the vocational training (source:
Bundesinst itut für Berufsbildung BIBB, 2012 - translated by the author) 
 
In subsection 2.1.4, the main measures for the promotion of personal potentials (pre-
vention) have already been presented: Nutritional behaviour, physical movement, 
coping with stress, drug prevention and vaccination to strengthen and build up the 
defence and immune system. They affect the physical as well as the emotional well-
being as stated by Handschuch, Schreiner-Kürten et al. (2015). Prevention measures 
that influence physical health are described in detail in Brewer et al. (2006); Laakso-
nen et al. (2009); Little et al. (2015); Vagholkar et al. (2008), Köper et al. (2009), 
Bräunig (2015), and Saari (1981) demonstrate the influence on emotional well-being. 
All the relationships shown so far, apart from an exception, are directly evident from 
the literature search. No robust studies could be found for the relation between per-
sonal health potentials (prevention) and quality and customer focus. However, this is 
due to the special characteristics of a general practitioner’ surgery as described in 
subsection 2.2.7 (Diseases and disease prevention at the workplace). The physicians 
estimate their own consulting expertise not only for the prevention measures (Figure 
3) but are also ready and willing to delegate measures to the MFAs. At least in con-
sultation with nutritional behaviour, physical movement, about 80% of the physi-
cians consider a delegation to the MFAs (Figure 9) to be "clear" or "rather" meaning-
ful. Concerning smoking, only a small majority considers the delegation to be mean-
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ingful. “In the case of alcohol consumption, stress and sexuality, on the other hand, 
this is less sensible at all. On the topic of sexuality, significantly more male physi-
cians advocate the delegation of counselling as female physicians”. (Regus, 2012 - 
translated by the author). In the field of vaccination, the Prevention Act created the 
prerequisites for the MFAs to be able to perform this physical (and thus operational) 
intervention.  
 
Figure 9: Assessment of the delegation of preventive advice to MFAs with absolute 
and relative frequencies; According to the frequency of the assessments "clearly sen-
sible" and "rather sensible" - (Regus, 2012) 
By taking on advisory tasks for prevention, the MFA contributes to the quality and 
customer orientation of the general practitioner’s surgery. From this point of view, 
the impact of personal health potentials (prevention) to the quality and customer 
focus must be weighted high. An MFA, who herself makes preventive measures, 
makes this with a higher competence and thus she increases the quality of the sur-
gery. 
In Brooke's (1986) causal model of absenteeism (see section 3.1.2), the factors ‘work 
involvement’ and ‘role ambiguity, conflicts and overload’ belong to the target area of 
strengthening the social and human capital. ‘Work involvement’, defined as a nor-
mative belief in the centrality of the work role in one 's life (Kanungo, 1982 - cited in 
Brooke, 1986), not only has a direct effect on reducing one's absence, but also indi-
rectly in multiple ways. On the one hand, it increases the involvement of the job, 
which in turn leads directly to the reduction of absence and, indirectly, also leads to a 
reduction of the commitment by reducing the commitment. (Goodale, 1973, Ilgen & 
Hollenback, 1977, Rabinowitz & Hall, 1977, Kanungo, 1982). Expressed in the cate-
gories of Walter (2007), there is a strong influence of ‘work involvement’ on job 
design and work organization, which continues via emotional well-being.  
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The role-based factors have a direct impact on work organization and job design in 
Brooke's (1986) improved Rhodes and Steers (1978) model. Moreover, they directly 
affect the emotional well-being as well as the physical health. A special emphasis is 
placed on the factor ‘alcohol involvement’. It leads in the target model of Walter 
(2007) to an increase in the risk factors. "Despite these empirical links between high-
level alcohol involvement and absenteeism, and the common wisdom of most expe-
rienced supervisors and managers, organizational scholars have almost totally ig-
nored the potentially important explanatory power of this variable." (Brooke, 1986, 
p. 355). 
As stated in Atkinson (2005), the employer is the “contract holder”. This property 
means the power of disposition over social and human capital., a key area of health 
management according to Walter (2007). The "currency" of the contract, according 
to Atkinson (2005), is trust, which, according to Katou (2013), in the psychological 
contract results in an increase in satisfaction, motivation and commitment and the 
associated emotional well-being. 
3.3.4.3 Improvement of well-being and health 
This goal includes physical health and social and psychological well-being (emo-
tional well-being) as well as potential risk factors. First of all, the dependencies of 
these sub-goals should be analysed. 
A first step will focus on the causes of health risks. Here, roughly speaking, physical 
health and emotional well-being must be distinguished. Both affect the health risk 
factors. In their studies Abraham and Graham-Rowe (2009); Dugdill, Brettle et al. 
(2008); Laaksonen, Piha et al. (2009); Van Strien and Koenders (2010); Köper et al. 
(2009); and Vu-Eickmann et al. (2017), show how an improvement in physical 
health leads to a reduction in risk factors. Saari (1981); Hausknecht et al. (2008); and 
Vu-Eickmann et al. (2017), confirm that the improvement/deterioration of emotional 
well-being also leads to the reduction/increase of risk factors. Both factors them-
selves influence each other. Physical health promotes emotional well-being. The 
resulting cycle is escalating - physical pain quickly leads to a bad mood. A bad mood 
affects the social contacts, which then do not pity, which in turn increases the pain 
("shared suffering is half the sorrow"). This and similar contexts are explained in 
Saari (1981) and Vu-Eickmann et al. (2017), and by Majumdar (2004, p. 114) it is 
integrated into the socio-technical system of physician's surgery: "to look at the at-
mosphere" is regarded by many doctors as basic management behaviour. A second 
important cycle is addressed: The interaction between leadership ability and emo-
tional well-being of practitioners. The challenge is to keep stressors and motivators 
(resources) in balance. Details to the cycle contain Graham et al. (2010); Saari 
(1981); Köper et al. (2009) and Vu-Eickmann et al. (2017). 
In the case of competing goals, the effect has an inverse direction. If there are fewer 
health risk factors, such as described in subsection 2.2.5, the performance and 
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productivity increase. Conversely, more health risk factors lead to performance and 
productivity impairments.  
The relationship of risk factors and cost improvement is also an inverse one. Higher 
health risks lead to more deficiencies and thus to a worsening of the cost situation. 
Several studies confirm this relationship: Grobe et al. (2011); Sockoll et al. (2006); 
Dugdill et al. (2008); Meijster et al. (2011); Laaksonen et al. (2009); Van Strien and 
Koenders (2010); Köper et al. (2009); Hausknecht et al. (2008); Vu-Eickmann et al. 
(2017); Walter, Plaumann et al. (2011). Thus, risk factors and performance are inter-
related in a twofold way: Once directly and indirectly through the cost improvements.  
The impact of risk factors on leadership ability has an inverse direction, too. Risk 
factors lead to disturbances, fluctuations, and regulatory impediments which can 
complicate successful management behaviour. The more risk factors, the greater the 
risk of failure that affects the physician's ability to lead. To deal with this connection 
and the frequently incapacity of physicians with "incidents" and to handle personnel 
development decisions, Majumdar (2004) shows in his analysis the management and 
management behaviour of general practitioners. 
The impact analysis in Brooke's model of absenteeism (1986) confirms the relation-
ship between emotional well-being and physical health. 'Satisfaction' as a partial as-
pect of well-being improves the 'health status'. In occupational health literature, there 
is widespread evidence that low job satisfaction precedes reduced physical and men-
tal health. (House, Wells, & Landerman, 1979; Jenkins, 1971, 1976; Kasl, 1973; 
Locke, 1976; Martin & Schermerhom, 1983; Sales & House, 1971 – cited in Brooke, 
1986). It has also been shown that dissatisfaction is associated with increased alcohol 
consumption (Trice & Roman, 1978, Trice, 1980, Markowitz, 1984 – cited in 
Brooke, 1986). 
The impact analysis of the psychological contract, as shown in Figure 7 confirms the 
relationship between HR practices and performance (Katou, 2013). Since health 
management is one of the HR practices that increases physical health and emotional 
well-being, it can be assumed that a relationship with the increase in performance is 
also confirmed here (via reduction of the risk factors). 
3.3.4.4 Improvement of productivity, quality and profitability 
The three sub-goals of this area influence each other as follows: An improved quality 
and customer focus, according to Meijster et al. (2011) and Amend (2005), promotes 
the performance and productivity of the surgery. So Marcks (2012, p. 7) recognizes 
that all levels of an organization on the quality management are involved and respon-
sible, but the management must promote it and live it as a role model. “Quality is 
clarity and intelligent leadership” (Müller and Schwarz (2010, p. 114) - cited in 
Marcks (2012, p. 7). The leaders of a general practitioner’s surgery need to take per-
sonal responsibility and a role model here (Gerlach (2001) cited in Amend 2005, p. 
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73). The reduction of costs, that means the cost improvement, leads directly to an 
increase in performance and productivity. 
An improvement in the cost situation, which is usually associated with an increase in 
performance pressure, has a negative effect on emotional well-being due to the re-
sulting "cost pressure". (Goetz et al., 2015) 
The last-mentioned compound in the causal model of absenteeism (Brooke, 1986) is 
not further discussed. There, 'pay', a component of the cost situation, is hypothesized 
as a determinant of 'satisfaction', an indicator of emotional well-being. However, 
there is only one relationship assumed in the sense that an increase of 'pay' leads to 
an increase of 'well-being'. The side effect, which leads a higher pay in the form of 
pay and rewards also to a higher pressure to perform, i.e. a deterioration of mental 
health, remains unmentioned. 
An analysis of the psychological contract using the contract promises fulfilment indi-
cators as shown in the framework of Figure 7 (Katou, 2013), reveals no further cross-
impacts to be considered. 
3.3.4.5 Deriving priorities from the literature review and cross-impact matrix 
The literature review of the previous sections is used to build the cross-impact matrix 
as a table as follows (see table 2). In the first column and in the first line are the goals 
of health management proposed by Walter (2007). The direct influence is entered in 
the respective table field: 0 - none, 1 - low, 2 - medium, 3 - strong). Thus, the entry 
"0" in the line "Leadership ability" and the column "Reduction of risk factors" means 
that neither in the literature search itself, nor in the causal model of absenteeism 
(Brooke, 1986) or in the psychological contract framework (Katou, 2013), there is an 
indication that changes in “Leadership ability” have a direct impact on “Reducing 
risk factors” (but indirectly through emotional well-being or improving physical 
health). A small influence ("1") was entered if a literature, model or framework note 
was found. Accordingly, the influence strength "2" and "3" were awarded. A “3” was 
awarded only if a direct relationship was documented in the literature, as well as in 
the causal model and in the physical contract framework. 
The derivation of priorities from the cross-impact matrix is carried out according to 
Vester (2009) using active and passive sums. The active sum (AS) is the sum of all 
direct influences, or in other words, the row sum - highlighted in light green in the 
table. The passive sum (PS) is accordingly the number of incoming effects - or in 
other words, the column sum - highlighted in light yellow in the table. The active 
sum shows how much changes in the element affect the other elements in the overall 
system. An activity sum shows the force of influence. The passive sum, on the other 
hand, shows the influence of an element by other elements (influenceability). 
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Table 2: Cross-impact matrix of the interaction of health management goals 
The element with the largest active sum (14) is clearly "Leadership ability" - high-
lighted in the table by blue writing - followed by "Promotion of personal health po-
tentials" (9). The highest passive sum (12) clearly shows "Emotional well-being" - 
highlighted by red lettering - followed by "Performance and productivity" (9). 
The active and passive sums are used to find out the changes with the largest control 
lever; the so-called "steering abilities" (Gomez and Probst, 1997) For this purpose, 
the elements are arranged and grouped in a fourfold table from which a priority list 
can be derived (Wilms, 2012).   
 
Figure 10: Fourfold table for identifying priorities in the control levers  
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For this purpose, two additional key figures per element are determined in addition to 
the active and passive sum, the activity index and the interaction index. The activity 
index (AS / PS) is the quotient of the active sum (AS) and passive sum (PS). If it is 
greater than 1, this means that the influencing strength outweighs. In the above table, 
the activity index is shown as a light blue line. The interaction Index (AS * PS) is the 
product of active and sum. It shows how strongly the element is integrated into the 
dynamic and network. In the above table, the interaction index is shown as an orange 
column.  
Following Vester (2009), Gomez and Probst (1997), and Wilms (2012) for evalua-
tion purposes, the activity and interaction index are arranged in a fourfold table as in 
the figure above. In the horizontal direction, the fourfold table shows the strength of 
the influence. The further to the right an element is, the greater its activity index, an 
indicator of the influence strength. In the vertical direction, the fourfold table shows 
the interaction index from the top downwards. The further down an element is, the 
lower is its interaction index. If low or high intensity of influence are combined with 
low or high interaction, four subpanels are obtained for the grouping of elements. 
The name of an element is identifiable by its number in the list on the right-hand 
side. This classification leads to a classification of the elements which is relevant to 
the action (in brackets the colouring in the fourfold table): 
o Passive: The element affects below-average other elements and is also influ-
enced below-average by other elements (low - low / yellow). 
o Critical: The element has an above-average influence on other elements and 
is also above-average influenced by other elements (high - high / red). 
o Buffering: The element influences no other elements or only in a very small 
degree. On the other hand, it is highly influenced by other elements (low - 
high / blue). 
o Active: The element influences others in a strong way, but itself it is not or 
only in a small degree influenced by the others (high - low / green). 
Particularly promising changes should be made with a predominantly active element 
(coloured green in the fourfold table). In the health management system of a general 
practitioner's surgery, this would be the leadership ability, the personal health poten-
tial of MFAs (prevention), a health enhancing job design and the reduction of risk 
factors.  
Within the active elements, the so-called main or steering levers, the promotion of 
personal health potential is the goal with the strongest side-effects. Measures to 
promote personal health potentials (prevention) at the same time support other health 
management goals; this is the reason why in the framework of an integrated health 
management system for general practitioners’ surgeries, this research focuses on im-
proving the personal health potential of MFAs. 
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The second priority would be to improve leadership ability. But because a general 
practitioner who is interested in implementing a health management system for his 
practice can hardly be recommended to improve his or her own leadership ability 
first, this should not be the first step. Compared to promotion of personal health po-
tentials (prevention), measures to improve leadership ability also have the disad-
vantage that side effects and repercussions must be expected, the effects of which are 
more difficult to control.  
If the proposed prevention measures are not convincing and the physician does not 
want to further develop their own leadership qualities, measures for health enhancing 
job design would still be worth considering. The same applies to measures that di-
rectly affect the reduction of risk factors, such as ergonomic workplace design. 
3.4 Summary 
In this chapter, primary prevention in German general practitioners’ surgeries was 
discussed using the following models, concepts and theories: 
 A model of employee attendance (Rhodes and Steers, 1978) 
 A causal model of absenteeism (Brooke, 1986) 
 Recommendations for implementing a company health management system 
in SMEs (Walter, 2007) 
 An exploration of small firm psychological contracts (Atkinson, 2008) 
 A HR practices - psychological contract - organizational performance linkage 
framework (Katou, 2013) 
Based on these models and related literature, a cross-impact matrix was created from 
which an order of steering levers was derived. These are: 
 Promotion of personal health potential of MFAs (prevention) 
 Improvement of the leadership ability of general practitioners 
 A health enhancing job design 
 Reduction of risk factors 
For the strongest lever, the prevention, in answering the questions 
 How to prevent musculoskeletal disorders? 
 How to prevent mental disorders at the workplace? 
 How to prevent the respiratory system at the workplace? 
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 How to prevent injury at the workplace? 
 How to promote general health and well-being at the workplace? 
peer-reviewed articles have been evaluated for the preparation of the employee sur-
vey. 
The literature review found that the following areas can be considered as little ex-
plored (under-researched): 
- Human resource management in micro-enterprises 
- Psychological contract in micro-enterprises 
- Health management in general practitioners’ surgeries 
- Implementation of health management measures 
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4. Methodology  
This chapter will discuss the researcher’s approach to find answers to his questions 
about the thesis, as well as aiming to develop a suitable decision-making tool which 
enables physicians who have employees to decide which activities are valuable to 
improve the health management of their medical office.  
At first, the author’s research paradigm will be discussed, followed by the ethical 
considerations, which are of importance and relevance to the research, the planned 
research questions, the questionnaire design, the way in which the targeted group of 
employees could be reached, the sampling, the role of the researcher, and how the 
results will be analysed and weighted. Furthermore, the role of the researcher and 
ethical considerations with regard to potential risk of ‘confirmation bias’ as well as 
issues of ‘socially desirable’ responses will be discussed. 
The results of the literature reviewed are secondary quantitative data concerning ill-
nesses and absent days, which are the basis for calculating the influence from health 
of employees to the profitability of organisations. Additionally, there are studies, 
which explore the view of the employee and their experiences linked to company 
success.  
4.1 Research paradigm and research philosophy 
4.1.1 Research paradigm 
A paradigm is a shared world view that represents the beliefs and values in a disci-
pline and that guides how problems are solved (Schwandt, 2001). 
In the following, I will try to see occupational health management among four differ-
ent paradigms proposed by Burrell and Morgan (1982, fig. 3.1). Each of the four 
paradigms stands alone and creates separate ways to analyse organizations and socie-
ties. The four paradigms result from the combination of two dimensions. On the one 
hand there is the dimension Objectivism vs. Subjectivism (nature of science) and on 
the other the dimension change vs. stability/regulative (nature of society). 
An objectivist’s view of the world assumes that social entities (such as hierarchies, 
departments, groups, customers, ...) exist in reality, they are "objective" present and 
have structures and processes that support their adaptation and / or goal achievement. 
They exist independently of the respective actors and are in their views external units 
to which them faces themselves as objects and in which they move. 
A subjectivist’s view of the world assumes that social phenomena arise from the per-
ceptions and successions of actions of social actors. Therefore, they do not exist ob-
jectively / real, rather they are individual constructs of individuals, groups or organi-
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zations. Similar phenomena, situations and interactions are perceived differently and 
lead to different reactions. 
According to Kelemen and Rumens (2008, p. 22), the dimension of the "nature of 
society" is best understood through the following two questions: "Is society (or the 
ideal of society) a stable, orderly and coherent entity (an output)? Or is it always in a 
state of flux and transformation (a process), on its way to being constituted but not 
quite there? " 
If the first question is affirmed by the researcher, it can be assumed that the regula-
tive perspective is taken. The researcher is looking for explanations of how and ac-
cording to which rules a social unit is organized and what gives it stability. The af-
firmation of the second question marks the radical change. This perspective is more 
about recognizing how change is happening and what makes the transition from one 
state to another. The dynamics and process orientation are in the foreground. 
The combination of the dimensions "nature of science" and "nature of society" leads, 
according to Burrell and Morgan (1982), to four prototypical research paradigms. 
Radical humanist: - subjectivist and change-oriented - Researchers who see this 
paradigm as a model for their actions have a process-oriented view that places 
the individual's own world view at the centre. The subject is seen in all facets 
holistically in a complex structure of action. Occupational health management 
would be seen as a process that takes into account all factors influencing indi-
vidual health and personal well-being, including out-of-work and family life, 
biography, social environment, genetic disposition. Health and well-being 
themselves are understood as processes dominated by psychosomatic, salutoge-
netic and alternative medicine. The more situational recommendations for ac-
tion to promote health potentials have to be highly adaptable and flexible, they 
"bring the individual from where it stands." Decisions are more emotional and 
sometimes show irrational characteristics. 
Radical structuralist: - objectivist and change-oriented - This research para-
digm, too, is committed to a process-oriented view. The world view is charac-
terized by seeing also organizational units and social units as living organisms, 
comparable to biological systems, where change and adaptation processes are 
an integral part of the basic structures that are also designed for these require-
ments. Structures and processes are objectively given; they must be "only" rec-
ognized, understood and applied by the researcher. The general orientation is 
the learning organization, which ensures, as in a cell renewal process, that the 
organism survives permanently. For occupational health management, this 
means that the concept of health extends beyond the individual to "healthy 
leadership". Not only the physical, mental and social well-being of the individ-
ual is seen as the basis of organisation’s performance, but involvement of health 
and well-being in a more comprehensive process of adaptation and change. 
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Interpretivist: - subjectivist and statically, regulatively oriented - A research 
with this paradigm focuses on the corporate and organizational culture. In order 
to understand this, which can hardly be grasped objectively, the researcher has 
to make tangible the daily interactions and their meaning. Often this can only 
succeed if the researcher incorporates her/himself into organizational life in or-
der to facilitate a better interpretation. This is the only way to know which rules 
(and rituals) determine the daily flow of activities. Following this guiding prin-
ciple, this means for the occupational health management, the challenge to de-
velop a "health and well-being culture" and to maintain it permanently. 
Functionalist: - objectivist and statically, regulatively oriented - Researchers 
who develop theories according to this paradigm see, at least from their point of 
view, the world as "it is" (Kelemen and Rummis, 2008, p.23), insofar they are 
objectivistic. Using quasi-scientific methods, they try to recognize regularities 
(natural laws) in social units and derive rationally based recommendations for 
organizing them. Saunders et al. (2012) see this paradigm as the most common-
ly used in business and management research. The guiding principle is to un-
derstand organizations as complex machines, which are initially seen as a black 
box and then, thanks to research, become a white box. Occupational health 
management complies with this paradigm in the interest of achieving an overall 
goal. The "Health Competency", which is based on occupational medicine, or-
ganizational psychology and sociology, is used to investigate recommendations 
for action to maintain and improve the performance of the entire organization. 
If one follows the statements of Burrell and Morgan (1982, fig. 3.1) then the para-
digms are "... mutually exclusive. They offer alternative views of social reality, and 
to understand the nature of all four views of society. They are contradictory, being 
based on at least one set of opposing meta-theoretical assumptions. They are alterna-
tive, in the sense that they can operate in different paradigms sequentially over time, 
but mutually exclusive, in the sense that one cannot operate in more than one para-
digm at any given time in time, since in accepting the assumptions of one, we defy 
the assumptions of all the others ". Following this reasoning, I decided to build up 
the research as a functionalistic researcher. 
This paradigm seemed to me to be the most appropriate for the upcoming problem to 
develop a priority concept for health promoting measures for German general practi-
tioners’ surgeries. With "rational explanations offer solutions to rational problems", 
Saunders et al. (2012, p. 142) outline the attitude that I found to be the most appeal-
ing compared to other paradigms, and which most corresponds to my personal organ-
izational and managerial understanding. The literature analysis (Chapter 3), which 
only allowed measures with demonstrable results for further development, and the 
elaboration of a comprehensible decision-making concept emphasize the rational 
problem-solving approach. In addition, in my opinion, physicians' practices also see 
themselves as functional units in a social system, which is why this paradigm is ex-
pected to be highly accepted. 
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As will become clear in the following sections, the acceptance of recommendations 
for action is in the foreground. The recommendations for action are based on opera-
tional "health competence". Decisive for the implementation, thus the way from the 
knowledge to action as argued by Mandl and Gerstenmaier (2000, eds.), is the ac-
ceptance, which represents an indispensable condition. 
For the selection of the research paradigm, reference should be made to the conclu-
sions of Fazliogullari (2012)in his article "Scientific Research Paradigms in Social 
Sciences": “The question of ‘which paradigm is the best?’ is not a meaningful ques-
tion since there is not any answer of it. For this reason, it is all in vain to compare the 
paradigms according to a criterion. Every paradigm has a coherency and consistency 
in itself. These ideas require normally that multiple paradigm approach is recognized. 
Multiple paradigm understanding, on the other hand, will mean increasing paradigms 
day by day." (Fazliogullari, 2012 p. 52)- Or to put it another way: selecting a para-
digm is based on a selected paradigm. 
The selected paradigm characterizes the ontological aspect of the research philoso-
phy by describing with what assumptions we would like to see the nature of reality. 
Furthermore, epistemology, axiology and methodology are characteristic of different 
research philosophies according to Patton (2002) and Saunders et al. (2012). 
4.1.2 Epistemology 
While ontology raises the question of the nature of reality, epistemology focuses on 
the question of the nature of recognition (realization). So, the question of how we 
acquire our knowledge and what we believe to be true. Basically, four philosophical 
directions can be distinguished: positivism, realism, interpretivism and pragmatism. 
In positivism "only observable phenomena can provide credible data, facts. Fo-
cus on causality and law-like generalisations, reducing phenomena to simplest 
elements. " (Saunders et al., 2012, p. 140). Related to health management, a 
hard-core positivist measure would mean that only the number and percentage 
of sick leave days counts as an observable, trusted date and fact. (Again, relying 
on a positivist world view of the diagnosing physician.) Exceeding phenomena 
such as "well-being" or "stressed", "burdened" or "motivated" are strictly speak-
ing not measurable or directly observable. It depends on indicators and statisti-
cal data that "suggest" a phenomenon. The same is true of causality and gener-
alizations. There is no positivistic proof of a law-like generalization regarding 
the relationship between "healthy eating" and "reduction of absence". This is 
where the difficulties begin to determine what constitutes the beneficial effect 
of a specific nutrition concept on a single person. 
Realism also assumes that only "observable phenomena provide credible data, 
facts." (Saunders et al., 2012, p. 140). However, direct realism assumes that it is 
theoretically possible to explain phenomena through reliable knowledge of facts 
and contexts. The main difficulty is that we only have inadequate information 
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leading to inadequacies and inaccuracies in our observations. If we were to take 
the example above, if we would only have sufficiently accurate records of a 
person's daily intake of food, then we could establish an association with ab-
sence days - the assumption of direct realists. By contrast, critical realists as-
sume that the available data only lead to misinterpretations, because our sensory 
experiences in the observations can also deceive us. They therefore accept the 
ideas existing in the respective environment and context as given and seeks ex-
planations based on these circumstances. The terms of primary prevention used 
in health management are a good example here. The preventive effects are un-
observable and hard to pin down, but they are taken as true in the context. 
Interpretivism sees, as shown above, as a starting point for the acquisition of 
knowledge "subjective meanings and social phenomena. Focus on the details of 
situation, a reality behind these details, subjective meanings motivating actions 
" (Saunders et al., p.140). To take an example from health management, it is not 
so much which objectively ascertainable factors speak for a high workload, but 
rather to what extent the individual employee feels "burdened" - or the so-called 
"perceived burden" is decisive in this basic epistemological philosophy. Also, 
the widely held belief that physical fitness leads to increased performance is a 
typical social phenomenon that corresponds to an interpretive understanding of 
health management. An interpretative approach is also to see the entire organi-
zational environment in which health management takes place. 
Finally, for the pragmatist, observable phenomena as well as subjective mean-
ing can lead to useful knowledge. The focus is on the application, feasibility 
and usability in practice. The researcher is "integrating different perspectives to 
help interpret the data" (Saunders et al, 2012). In occupational health manage-
ment, this becomes clear when planning health-promoting measures. In order to 
learn more about the effectiveness of a measure, as far as possible in the sense 
of a critical realist, one bases oneself on studies on observable phenomena. 
When it comes to the implementation of a measure, the subjective meaning (ac-
ceptance-perspective of the employee) in the sense of an interpretivist becomes 
more important. 
The epistemological aspects of the research philosophy of this research are most 
closely related to the pragmatist. Like Shields (1998, p. 197), the author sees pragma-
tism as the philosophy of common sense, as actions are judged in the light of their 
practical consequences and usefulness. According to the pragmatist standpoint, theo-
ries are used as tools by exploiting them as a conceptual framework, as proposed by 
Shields (1998, p. 202). This bridges the gap between theory and practice. 
The conceptual framework guiding this work is the HR practices - psychological 
contract - organizational performance linkage framework proposed by Katou (2013) 
(see Figure 7). According to the common-sense aspect, the mutual expectations of 
the employment relationship are forming the focus. They decide on possible perfor-
mance improvements through health management measures. The framework serves 
94    
DBA Cedric Ballin 
as an overall picture and is used to discuss and derive ideas. This framework consid-
ers both the interpretivism’s / constructivism’s view of the psychological contract 
(see also Atkinson 2005, pp. 60 ff.) and the perspective of realism as expressed in the 
fact sheets of the CIPD recommendation (2008) and its statistical evaluation (Katou, 
2013). The research questions themselves can be anchored in this framework and 
help to clarify the conditions under which options for measures on health manage-
ment are particularly promising. 
The first research question on the studies (question 1), which prove a connection 
between health-promoting measures, combines the input of the framework (HR-
Practice) with the output (organizational performance). According to the utility claim 
of a pragmatist, general practitioners’ surgeries can only be recommended for 
measures that have already proven themselves in other environments and preferably 
in small companies. 
The research question on employee preferences (question 2) addresses a relational, 
employee-related input factor in fulfilling the promise of the psychological contract. 
At the same time, it touches on the implementation aspect that is so important in the 
practical implementation that the employers should know the expectations of their 
employees. For a specific environment (general practitioner’ surgery) and a specific 
context (primary prevention), a preference profile is researched and checked for its 
truth content with hypothesis tests. 
The research question according to a priority concept (question 3) follows a pragmat-
ic principle, one in that it integrates the "objective" studies (effectiveness) with the 
"subjective" expectations (acceptance) and further perspectives (cost level) and con-
verts them into a usable result. 
The research question on the adaptability of the priority concept in one's own prac-
tice (questions 4 and 5) deals with the implementation aspects that are important for 
the practical realization. In addition, the development of an adapted new framework, 
which is tailored to the requirements of a general practitioner practice, is specified 
and discussed. 
4.1.3 Axiology 
The axiology of a research philosophy describes the relationship between the re-
search activity and the values of the researcher and how they may influence each 
other. Values can influence research questions, whereby already the selection of a 
question can be understood as a valuation, because with the selection the question is 
given an importance and not to other questions, which are not asked. Values thus 
influence the acquisition of knowledge and thus determine its trustworthiness. They 
determine the research action and what we accept as "true". 
According to the different research philosophies axiological basic positions can be 
distinguished: 
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The positivistic research ideal strives for research in a value-free manner. It re-
gards the researcher as completely independent of the phenomena to be ob-
served and assumes that objective distance is always maintained. 
Realistic research accepts that research can hardly be free of value judgments. 
Wanted or unintentionally, it leads to distortions that influence the research re-
sults. The focus is therefore to identify and disclose possible sources of bias and 
to make precautions for minimizing the effects of bias. 
The interpretivist assumes that there is no value-free research. The researcher is 
always an integral part of what is to be researched and cannot be seen inde-
pendently of the research situation. The results are always value-bound and sub-
jectivist. 
In pragmatism, after all, the meaning of values is not so much the research situ-
ation itself, but rather the interpretation of the results, which takes both an ob-
jectivist and a subjectivist perspective. 
This research corresponds most closely to the pragmatism approach. Subsection 4.4.3 
- The role of the researcher and ethical considerations - addresses axiological aspects 
in more detail. In particular, it becomes clear to what extent the confirmation bias 
and the social desirability could play a role and whether they actually play this role. 
4.1.4 Methodology 
The methodological choice characterizes the research design, i.e. the plan according 
to which the research questions are to be answered. As explained in subsection 4.1.2, 
the pragmatism’s research philosophy is most relevant to each research questions. 
Accordingly, a mixed method simple approach was chosen, as described by Saunders 
et al. (2012, p. 165) applied in a two-stage research design. 
Section 2.2 "German general practitioners' surgeries and health management", in the 
manner of a descriptive study, discusses the decision-making environment of a gen-
eral practitioners’ surgeries and the special links between MFAs and primary preven-
tion measures. 
Chapter 3 sees literature review as part of exploratory and explanatory research. In 
the exploratory part, the basis for questioning the MFAs is created. The explanatory 
part focuses on the relationships between primary prevention and absence and deriv-
ing priorities for German general practitioners’ surgeries. In addition, a more com-
prehensive process and causal model as well as a linkage framework are used to clar-
ify attendance and absence as parts of a comprehensive theory. 
The main research strategies used in this study are surveys, questionnaires as well as 
structured interviews. In first stage the questionnaires not only follow a purely quan-
titative approach that allows for hypothesis testing but also provide room for qualita-
tive answers. In the decision model for developing a priority concept are introduced 
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further qualitative aspects, which are then in second stage compared using structured 
interviews. 
The two following sections discuss individual methodological questions on the MFA 
survey, the development of the priority concept and the GP interviews on implemen-
tation. 
The improvement of health management in general practitioners’ surgeries, especial-
ly concerning the personal health potentials (primary prevention), is linked to the 
support of the proposed health program by the MFAs. The perspective of the em-
ployees and their support of activities to improve health management are essential. 
Without the support of MFAs, an improvement is impossible or at least very diffi-
cult. However, to answer the research questions it is important to think about the 
results in different perspectives. The point of view combined with a weighting of 
priorities is important to provide an adequate result. To find the answer, an approach, 
which respects the different criteria and interests of different stakeholders, was need-
ed. The approach of multi-criteria decision-making as outlined in Figure 2 provides 
the possibility to generate decisions which provide a ranking of different activities. 
There is not one answer to the question how the health management of the employee 
in practitioners’ surgeries could be improved but there is a list of activities which 
could lead to this improvement.  
4.2 Methods for questionnaire design 
In this section, the development of the questionnaire is described. All questions are 
the result of the literature review. The pro and cons of each possible question are 
explained. Finally, ten questions with sub-questions had been developed/formulated, 
including multiple-choice questions and open questions. 
Within the framework of the multi-criteria decision-making model, the objective and 
task of this section is to represent, from the set of possible alternatives, those who are 
narrowly selected for a general practitioner’ surgery (see emphasis in Figure 11). 
The questionnaire covers health management activities with a positive effect on dis-
ease prevention, and the potential to reduce the level of absent days. The activities 
were identified in the literature review. 
Most of the questions are multiple-choice questions. There are open questions to en-
able the employee to give a free feedback without the restriction of multiple-choice 
questions. This could generate data on health management activities which were not 
identified in the literature research. Additionally, the open questions were used to 
provide the participants a possibility to put in their opinion without the boundaries of 
multiple-choice questions. This qualitative data has also been used to check if the 
main wishes or problems of the MFAs have possibly not been represented in the 
questionnaire. However, the results from the combination of the multiple-choice 
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questions and the open questions has been used to generate quantitative data which 
were used for the multi-criteria decision-making.  
 
 
Figure 11: Questionnaire design as part of the multi-cri teria 
decision-making model 
The participants of the questionnaire survey are employees of general practitioners’ 
surgeries, the MFAs and all other persons who work as medical assistants (cf. 2.2.2).  
The research “Monitoring and Evaluation of Worksite Health Promotion Programs - 
Current state of knowledge and implications for practice“ (Engbers, 2007) recom-
mend the usage of short and clearly understandable questionnaires to achieve a high-
er return quote. The questionnaire should be fillable within five to ten minutes to 
avoid aborting when filling. The goal of the author was to keep the barrier for the 
participant as low as possible and to motivate the participant to complete the ques-
tionnaire. 
In the following text, the translated questions are highlighted by a grey background 
and indention. In Appendix 3 the original German questionnaire is documented. The 
possible answers are written in italics. 
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4.2.1 Questions about demographic characteristics 
The questionnaire starts with personal questions concerning the participant.  
At first the data on the age and gender of the participant should be generated. The 
questions for gender and age will be the first information about the participant. The 
estimated level of female workers is high. The quote of female medical assistances in 
general practitioners’ surgeries is 98% (BMG: Healthcare facts, 2016, p. 97). How-
ever, the results for this question will confirm this quote or provide another quote.  
The first question in the questionnaire is: 
What is your gender?  
In a multiple-choice system, the answer can be female or male. Since over 98% of 
the MFAs are female (cf. 2.2.2), this question is more of a control function with re-
spect to the representativeness. It was not to be expected that any improvements in 
health management could be made by the answers. 
The second question is: 
 How old are you?  
The possible answers in the multiple-choice system are:  
O 18-25     O 26-35     O 36-45     O 46-56      O 56-65      O > 65  
Since the education of MFAs is not completed before the age of 18, employees under 
18 years are not included in the questionnaire and therefore there is no possible 
choice.  
There are no studies on the age structure of the employees of general practitioners' 
practices. The evaluation of the answers is therefore of interest in the following re-
spects: 
- In Germany, training for MFA is one of the most popular career aspirations for 
young women. Since 1996, primary prevention has been part of the content of voca-
tional training (Bundesgesetzblatt, 2006). Therefore, it is of particular interest to ana-
lyse possible differences in the responses of the different age groups to determine 
whether they have different expectations and preferences on possible actions. 
- One of the two focuses of the German national prevention act (cf. 2.1.1) is on the 
demographic development. It is therefore of particular interest to investigate whether 
there is any problem with "aging workforce" in general practitioners’ surgeries. 
- Do the different proposed prevention measures differ in their preference by MFAs 
differently for each age group? 
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4.2.2 Questions about the general practitioner’s surgery 
These first two questions were focused on the employees and personal information 
about them. The next question has the focus on the general practitioner’s surgery. 
What kind of medical physician you are working for? 
To be sure, that there is no focus on a special area like dermatology there is an open 
question for this kind of surgery. 
The structure of medical practices a MFA can work for should be the same regard-
less of the medical speciality. However, the medical specialisation of the physicians 
is necessary to keep the focus on the target group and to avoid mixed groups, since 
the focus of this research is on MFAs in general practitioners’ surgeries.  
Regarding the measures to be proposed, it is important to know what the focus of the 
practice is, since the general practitioners’ surgeries have the following specific 
characteristics which could lead to a bias in the answers: 
- The issue of "vaccination" has a different significance for general practitioners' 
offices, since contacts with infectious patients are much more frequent (2.2.6) 
- Primary prevention as a possible task component and object of a practice offer has a 
different meaning than in specialist medical practices (2.2.3). 
To this extent, this question serves as a question of control to be able to remove or 
eliminate answers from general practitioners. 
After the information about the general practitioners’ surgeries the questions move in 
the direction of health management and the possible health management activities. 
Are there any activities in your practitioner surgery to improve health? 
The answer can be “yes” or “no” followed by an open question: “If yes, please de-
scribe which, if no describe why not:” 
The data on existing health management programs is useful for the future implemen-
tation of activities and the general acceptance of health management.  
The question is about existing health management programs in the practitioner sur-
gery. This question is a combination of multiple-choice and open questions. This 
question design is used to get a free feedback about every activity of health manage-
ment which is practised. A multiple-choice question using a list of health manage-
ment programs would exclude health management programs, which are not listed. 
Plus, the participant can provide activities which are not identified by this research.  
After the question about the health management status the question is about the gen-
eral acceptance.  
Would you join a program for health improvement? 
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The answer can be “yes” or “no” followed by an open question: “If yes which? if no 
please explain why not:” 
The general acceptance of health management programs and activities is important to 
implement health management. If an employee does not want any activity to improve 
the health management, it is much more difficult to improve the health management. 
Most activities, which were identified in the literature review with a proven effect; 
need the support of the employees. If the participant supports such activities and 
commits himself, the rest of the questionnaire is relevant. 
If this question is denied the open question should help to learn more about the why. 
There can be several reasons for a “no”. E. g. the MFA does not like such activities 
or mistrusts the employer, or she thinks that the employer has in principle no right to 
interfere with her private life through primary prevention measures. This qualitative 
data can help to understand the background of the MFA if the program is denied 
4.2.3 Questions about the promotion of personal health potentials 
After the critical question about acceptance of health management, the focus of the 
questionnaire is put on the personal health of the MFAs. The quality of the question-
naires is strongly linked to the quality of the content on which the questions are built. 
There are many contents which could be used in the area of health management. The 
literature review was used to narrow down the area of the research and to select 
which information is useable for the research and the questionnaire.  
The idea of the questionnaire is that the employees of general practitioners’ surgeries 
can choose between different activities they would personally prefer and accept to 
improve the health management in their organization. The activities, which are pro-
vided to the employees, must have a proven result on health. However, these activi-
ties must lead to a reduction of absent days of employees.  
As measure for the decision which activity is used in the questionnaire, the effect of 
the activity on the absence days is relevant. However, following the research ques-
tion and the results of the literature review the measure of absent days is most appro-
priate and workable for the research. Following this, the activities in the question-
naire are structured by the number of caused absent days. This means the diseases 
with the highest rate of absent days are the main topics with the highest potential of 
reducing absent days. The goal of health management is to prevent disease and re-
duce absent days. The sequence of the points is based on the number of absent days 
caused in average at this area (Grobe, Dörning et al., 2011). An additional criterion 
for the provided activities is that they are economically useful, and it must be proved 
that it has a medical result which is significant. This is ensured by the evaluation of 
the studies from the literature review. Using the framework from Bräunig et al. 
(2015) the occupational illness days are categorized in the following five areas, 
which could be included in the questionnaire.  
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1. Prevention of musculoskeletal disorders 
2. Prevention of mental disorders at the workplace 
3. Prevention of diseases of the respiratory system at the workplace 
4. Prevention of injury at the workplace 
5. Promotion of general health and well-being at the workplace 
The area of occupational accident and injury prevention at the workplace was not 
included. Work safety is important for a good health management; however, this area 
is mainly part of work security for industrial works and is strongly regulated by law. 
The general practitioners’ surgeries handle this area with the help of quality man-
agement. This includes e. g. stab wounding from needles, which is dangerous be-
cause of infectious diseases that could be transferred (2.2.6). 
Goal of the questionnaire is to find out what the medical assistants who are employed 
in medical offices would most likely accept and integrate in their daily work. The 
questions need to be simple and clear on a non-academic level to avoid false answers 
caused by misunderstanding.  
Prevention of musculoskeletal disorder 
This includes activities for the universal support of health, which is very broad, and 
not clearly structured. In this area, all actions which can help to prevent illness were 
considered. It is divided in to seven subgroups and the International Statistical Clas-
sification of Diseases and Related Health Problems ICD10 is used as framework. In 
the literature review, several studies proved that programs for physical movement 
have a significant positive influence on the employees’ health. Brewer et al. (2006) 
found high quality studies that examined the effects of interventions in the office on 
musculoskeletal health, this is underpinned by Melhorn and Gardner (2004) who 
give an example for the caused costs for the national economy of the USA. Abraham 
and Graham-Rowe (2009) found out that programs for more physical activities which 
were developed after 1997 and include pedometer help to improve health manage-
ment. The focus on movement with a pedometer is four times as effective as other 
activities. This was confirmed by Dugdill, Brettle et al. (2008). Barr-Andersen 
(2011) (Barr-Anderson, 2011)found out that “short activity-boots” during work time 
bring a moderate but significant effect. 
Following these studies, the focus of the following questions was necessary to find 
out which activities the MFAs would like to do. The main question is: 
Which programs for activity promotion you would join? 
- Training at the workplace 
- Training at home 
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- Sponsored activity after work 
- With a counter for the steps or a fitness watch 
- Training within a group of colleagues 
The rating scale for the answers are: 
     total acceptance    tendency to yes    neutral    tendency to no    absolutely no 
            □                   □               □              □                □ 
The answer options for each question is effectively a Likert's scale (1932) and later 
on the statistical significance will be calculated (cf. 5.2.3). However, the focus of 
these questions is how to improve the movement and which activities would be most-
ly preferred. 
Prevention of mental disorder 
Mental illnesses cause second most absent days and it is a growing problem (Grobe, 
Dörning et al., 2011). In the literature research, there are many studies about mental 
health. However, there are no articles, which consider the linkages between mental 
disorder and occupational prevention in the service sector or in general practitioners’ 
surgeries. At the German congresses of occupational medicines, the themes mental 
disorder and burnout were discussed very intensively, but the number of relevant 
studies is low. Mental health is important; especially the area of depression but there 
is a gap in the literature on which activities could be done by an organisation to avoid 
these mental illnesses. There are several studies about prevention of mental illness, 
but the literature review did not identify researches which have the focus on preven-
tion within the work time. The goal of this research is to provide suggestions for im-
proving the health management; therefore, the author needed activities, which can be 
implemented in the day-to-day work, and their usability and benefit must have been 
proven. However, this area is an upcoming problem in the occupational medicine and 
causes many absent days. Nevertheless, without more knowledge about it the author 
is not able to implement mental health in the questionnaire. To ask employees with 
an open question, how their mental health could be improved is difficult because this 
suggests that they have mental problems. Even a question about the status, like “Do 
you have absent days because of mental disorders” does not help to answer the re-
search questions, because its results cannot be transferred into an activity. There is 
also an ethical dilemma, because mental health is seen by society that people are 
‘crazy’ and possibly not fit to do their job. Nobody will admit that they are depressed 
or on an anti-depressive medication because it is documented in their medical rec-
ords, and for working in a general practitioner’s surgery it might not look good and 
may even lead to further problems with the employer. 
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Prevention diseases of the respiratory system  
There are no results for the service sector and prevention of illness of the respiratory 
system. For industrial workers in coalmines or plant workers the health of the respir-
atory system and the prevention of lung problems are important. In medical offices, 
there is no higher risk for illness of the respiratory system caused by the work itself. 
This is a multifarious area and the author believes that there are possible activities to 
prevent illness of the respiratory system, especially in the linked areas likes flu vac-
cine or inflectional disease. For example, pulmonary inflammation could be caused 
by flu.  
The prevention of smoking and vaccines could be placed in this area and there are 
studies, which prove the effectiveness of vaccines and anti-smoking activities. How-
ever, the goal of this research is to find out what can improve the health manage-
ment. There is a lack of studies which provide activities of prevention illness of the 
respiratory system, and it is not practical to implement a question concerning this 
area.  
Prevention of injury at work 
As explained above the German law has detailed information and regulations how 
accident and injury could be prevented at the workplace. This law is very strict, and 
the government monitors the injury and work safety. These governmental insurances 
provide for each branch services concentrated on accident prevention. They do inten-
sive research and very broad activities in the area of accident prevention and every 
company has access to the support of the BG. They have a focus on different branch-
es and provide services and consultations.  
However, the area of work security is a very small problem in medical offices and 
there is a very intensive monitoring system, that is why the author decided to include 
no questions for work security in the questionnaire. 
Promotion of general health 
The area of general health promotion is broad and as result from the literature re-
view, there are many activities, which could help to improve the health management. 
Additional there are problems, which are linked with musculoskeletal disorders. For 
example, overweight can lead to several diseases and to problems in the back, heart, 
diabetes, and depression, etc.  
The promotion of general health has three possible areas which could have been in-
cluded in the questionnaire: 
 Overweight  
 Addiction prevention 
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 Vaccines 
Overweight or obesity is part of the area general health promotion. According to 
World Health Organisation (Engbers, 2007) workplace programs for improving eat-
ing habits are generally accompanied by positive effects, even though they are rather 
moderate. Nevertheless, they can influence the employee’s consumption of fruit, 
vegetables and fat as well as their intake of dietary fibres significantly as shown in 
controlled studies. Products and other informational strategies can encourage the sale 
and consumption of healthier food and thus a healthier food selection of the employ-
ees during working hours. Benedict and Arterburn (2008) showed that moderate 
short-term weight reduction can be achieved. Therefore, the following questions 
were included in the MFA survey: 
Which activities for weight reduction and change of nutrition would you support? 
- Would you join a group session with an external consultant? 
- Would you join a single session with an external consultant? 
- Would you join a session with a medical physician from your medical office? 
- Would you like to get healthy snacks/food at work? 
The rating scale for the answers is: 
     total acceptance    tendency to yes    neutral    tendency to no    absolutely no 
            □                   □               □              □                □ 
The answer options for each question is effectively a Likert's scale (1932) and later 
on the statistical significance will be calculated (cf. 5.2.4).  
The question about weight reduction was an ethical dilemma because most partici-
pants might not answer honestly about their weight. During the piloting process 
(Saunders et al., 2012, p.451), a medical physician who cross-checked the question-
naire was afraid that the employees could feel uncomfortable with this question be-
cause it assumes that they are overweight. To avoid this problem and the ethical di-
lemma the author changed the question and added the nutrition program to it. Before 
it was just “would you join a weight reduction program”. This enabled participants 
who do not have overweight but want to change their nutrition to answer the ques-
tion. 
The prevention of addiction is part of the general health. There are several addic-
tions, which lead to illness and have a negative influence on health. However, the 
abuse of alcohol or drugs can have a negative impact on the health of the employees. 
In the literature review, there are several results for programs against addiction. 
However, there are some studies with a proved influence on the employees’ health 
and the result of reduced absence days. The alcohol prevention is part of several safe-
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ty programs in the work security for industrial workers. The danger of an industrial 
worker who is working with a machine when he/she is under the influence of alcohol 
or other legal drugs and non-legal drugs is higher. To prevent accidents is a different 
perspective on the health management and more important in the non-service sector.  
Questions about addiction can lead to an ethical problem. In a small organization is 
the anonymity for the employees. There are only two or three colleagues and the em-
ployer, if an employee takes part in an addiction prevention program this could hard-
ly be anonymous.  
However, the goal of the questionnaire is to find out which activities with a proved 
benefit would be accepted by the employees. The rules against smoking have intensi-
fied in recent years. It has been shown that smoking causes several health problems; 
and that it is not easy to quit smoking. Smoking is prohibited in all offices in Germa-
ny and the occupational medicine was one of the main drivers, which promoted pro-
hibition in restaurants, bars, and other event locations. One target of the prohibition 
was to protect the employees in these locations of passive smoking. There are still 
different rules in different areas of Germany, and in some regions in private clubs, 
smoking is still allowed.  
Smoking is a danger for health. However, following the research questions, the goal 
is to find out what can be done to reduce smoking at the workplace, or generally, and 
does this lead to illness and a better health management. The research from Cahill et 
al. (2015) analysed several other studies with a focus on smoking prevention and 
found out which kind of programs work best. Those programs work best against nic-
otine work, if they are in a group or with a professional face-to-face meeting (Cahill, 
Hartmann-Boyce et al., 2015). Self-study materials are not as effective. There are no 
advantages by a competition but by team or group work. This is important infor-
mation for the design of the questionnaire, because the limited number of questions 
forced the author to narrow down the important points. Therefore, following Cahill et 
al. (2015) it is not necessary to ask the participants which kind of program they 
would prefer, because the teamwork has the best-estimated effect. However, the 
analysis of the whole area of prediction did not lead to a question, which could help 
to improve the health management. There would be an ethical dilemma too, because 
most participants might not answer honestly if they are asked for a drug problem. 
Especially for MFAs as member of staff of a medical physician it could be a problem 
if they smoke.  
Vaccines are a classic action for preventing disease. To support the general health 
vaccine can be an important support. Every new-born baby gets basic immunisation 
through vaccines. Additional and more relevant for the health management are the 
vaccines which have to be refreshed during the live, special travel vaccines and the 
yearly flu vaccine. The focus of the research questions is health management in gen-
eral practitioners’ surgeries therefore the main interest of the author is to ask for vac-
cines, which can have a positive effect on the general health and the absent days. 
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This area is strongly regulated through the government and the author is not qualified 
to pass a judgement on which vaccine is good for working people and who should 
take it. However, there are several studies, which prove that for example a flu vac-
cine reduced the average of absent days. All vaccines are proved by the Federal Insti-
tute for Drugs and Medical Devices on its effectiveness and then recommended for 
the daily use by the Standing Vaccination Commission (STIKO). To make the deci-
sion which vaccine can be used for effective health promotion at the workplace the 
recommendations of the German government are used. The vaccines, which are rec-
ommended for the employees in general practitioners’ surgeries, are included in the 
questionnaire. The last three questions therefore concern vaccination. 
Do you regularly use vaccine in your private life (i.e. flu)? 
The answer can be “yes” or “no” followed by an open question: “If yes which vac-
cination? If no, please explain why not:” 
Would you use a vaccine program at work? 
The answer can be “yes” or “no” followed by an open question: “If yes which vac-
cination? If no, please explain why not:” 
Do you check your vaccines status regularly? 
The answer can be “yes” or “no” followed by an open question: “If no please explain 
why not:” 
As members of a so-called risk group (2.2.6), it must be assumed that the MFAs are 
adequately concerned with their vaccination protection and have a particularly good 
vaccination status. It is of particular interest to find out whether a potential improve-
ment potential could be used by a corresponding appropriate offer of the general 
practitioner. 
4.2.4 Checking the usability of the questionnaire 
After the design of the questions they had to be checked by potential participants. 
The use of this piloting is recommended, because it aims to avoid a too narrow or 
subjective focus view by the expert (Saunders, Lewis, & Thornhill, 2012). By this 
way, the risk of wrong terminology through the usage of business wording or the 
medical wording was minimized. The speaking terminus in the medical branch is 
different from the typical wording in the business area this has been considered in 
four steps. 
1. Rough questionnaire in Word document 
The first draft was used to structure all questions in a two-page format. 
2. Rough questionnaire checked by author and a medical doctor 
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After discussion with a general practitioner and a MFA the first changes were 
done. 
3. Questionnaire in a designed version for physicians 
The questionnaire was translated into German and checked by physicians. 
Further, the feedback was used to refine the questionnaire by highlighting 
possible overlaps and irrelevant/unclear questions/wording. 
4. Questionnaire pilot for employees 
The pilot was transferred in a printable design and transferred from word in 
the survey software. Eight out of 10 pilot participants sent back the question-
naire. There were several ideas for changes and notes.  
The “pilot” employees were interviewed after completing the draft question-
naire to find out if the questionnaire is understandable. The aim of this pro-
cess was to generate a high response rate and to enable all employees to un-
derstand and complete the questionnaire. The inhibition level should be as 
low as possible. The use of piloting is recommended, because it aims to avoid 
a too narrow or subjective focus view by the expert (Saunders, Lewis et al., 
2012). By this way, the risk of wrong terminology through the usage of busi-
ness wording or the medical wording was minimized. 
5. Questionnaire’s spelling was checked by a proof-reader 
To correct the last spelling mistakes a lector was ordered to proof-read it. 
6. Final questionnaire for the research  
The final questionnaire was printed and prepared for distribution 
4.2.5 Distribution of questionnaires  
The author works for a company, which organizes medical education events, which 
are visited by physicians and their employees. The author decided to use the congress 
infrastructure for the targeted distribution of the questionnaires. The great advantage 
of this approach was the high return quote; but the author must acknowledge that the 
data is based on participants at these events/congresses and that this is not the whole 
of all medical practices. 
The selection which congress will be used was made randomly from 320 congresses 
in the years 2015 and 2016. Different congresses for physicians and their employees 
have been used to distribute the questionnaires. It was ensured that the question-
naires, since they are addressed to MFAs, were distributed only in events with em-
ployees from general practitioners’ surgeries. All participants were participant of a 
medical congresses and every participant got a questionnaire. A total of 400 ques-
tionnaires were distributed in this way. The distribution was anonymous; the author 
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cannot make a link to the participant. The access control to each congress ensured 
that the participants are proven medical employees. Each participant must sign an 
informed consent form.  
Following Särndal et al. (2003) a good sampling frame has to meet the following 
criteria.  
1. Numerical identifier  
 
2. All units can be located with complete address 
3. The frame is organized in a systematic way 
4. Every element of the population of interest is present in the frame 
5. There are no doublets within the data base 
6. The data is actual 
7. The data is in a structured data base  
The numerical identifier was created by the OCR-software transferred each answer 
sheet to a structured database. Since the survey was anonymous, the complete ad-
dress could not be provided, but the access control ensured that only medical persons 
have had access. On these congresses, the participants have to register with their full 
name and the address of their employer. No one can register as a participant without 
registration, because these congresses are only for physicians and their medical staff. 
This is necessary because pharmaceutical companies promote their drugs and it is 
prohibited by law to promote perception drugs to patients. Every participant of a 
course for medical staff got the questionnaire and the moderator invited the partici-
pant to complete it. Afterwards the questionnaires were collected with the additional 
standard quality questionnaire. In this frame and context, doublets cannot be exclud-
ed with 100% certainty, but the probability is low, since the events took place in dif-
ferent regions and at different times.  
The questionnaire results have been transferred to a database for analysis. The main 
part of the questionnaire consists of quantitative data that has been transferred to a 
table. Some questions were qualitative. The answers to such open questions have 
been categorized in groups. These groups were formed so that they were suitable for 
adoption in quantitative data analysis. 
The presentation of the results and the evaluation of the research findings based on 
the questionnaires are the subject of the following chapter. 
4.2.6 Limitations on convenience sampling 
The MFA survey data collection described above takes advantage of a convenience 
sample such as ease of use, rapid availability, and cost-effectiveness (Henry, 1990). 
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As a working technique of non-random sampling, there are limitations to representa-
tiveness (Saunders et al., 2012) that result from the choice (structure), time, place, 
and content. 
The main limitation is the choice of participants. As noted above, while the re-
spondents interviewed are MFAs in German general practitioners’ surgeries, 
the target population and population of this research, there is no information on 
the proportion of MFAs working to attend training events at all. There is also 
no information as to which organizers prefer them or their employers. Prefer-
ences on primary prevention measures for MFAs who are not willing to train or 
have no opportunity to attend training sessions are not included in this sam-
pling. 
Another limitation arises from the fact that there is no random sample over 
time. This relationship becomes obvious when one considers that a question 
about vaccine preferences is answered differently in a current fast-acting flu 
epidemic (e.g. in the winter months) or a measles outbreak than in the summer-
time. Although the events in which the questionnaire was distributed were ran-
domly selected, the events themselves are not randomly distributed throughout 
the year but consider common planning times (e.g. exclusion of holidays and 
vacation periods). 
Also, the distribution and selection over the places was not built by a coinci-
dence principle, which aspired representativeness. This can lead to bias in pref-
erences. Although the events are spread throughout Germany for economic 
reasons, there are regions where the organizer is under- or overrepresented for 
historical reasons. In addition, there may be differences in preferences between 
urban and rural regions. For example, since fitness-centres are much more pre-
sent in the cities than in rural areas, it can be assumed that there are differences 
in terms of movement that distort representativeness. 
Restrictions resulting from the content occur in both random-sampling and 
non-random sampling. In terms of content, there are so-called fashion topics on 
health topics that are sometimes stronger and sometimes weaker. Typical ex-
amples can be found on the subject of "healthy nutrition", which is increasingly 
being brought to the fore by health insurances, women's, sports, fashion maga-
zines and other media, so that the answers to the preference profile may also be 
influenced by fashion trends. 
Despite these limitations, the author assumes that the MFA survey draws an approx-
imately representative picture of the preferences of around 190,000 MFAs in general 
practitioners’ surgeries (BMG: Health system facts, 2016, p. 97), as the target group 
under educational and professional aspects can be considered largely homogeneous. 
Following Jacob (2009), a sample of 100-200 individuals may already be representa-
tive in specific homogeneous groups with predominantly descriptive purposes. 
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4.2.7 Hypotheses on the results of the MFA survey  
The answers to the individual questions are analysed statistically in terms of their 
frequency and percentages in the chapter "Research findings of the MFA survey". A 
further step and a significant contribution to the widening of knowledge about prima-
ry prevention in general practitioner practice are the hypotheses presented below, 
which are accepted or rejected. A hypothesis is an assumption about a certain differ-
ence, an effect or an interrelationship. The hypothesis is formulated as a null hypoth-
esis (H0) and as a counter- or alternative hypothesis (H1). If the null hypothesis can 
be rejected based on the hypothesis test, this leads to the assumption of the alterna-
tive hypothesis. Therefore, the null hypothesis is usually formulated to assume that 
there is no significant difference, effect, or context. If this assumption is rejected 
based on the hypothesis test, the counter-hypothesis necessarily applies. (e.g. 
Saunders, Lewis et al., 2012) 
Example: 
The author assumes that the willingness to participate in a health program de-
pends, inter alia, on age. The questions "How old are you?" and the question 
"Would you join a health improvement activity?" are related. The null hypothe-
sis (H0) to be tested is accordingly: 
H0: The willingness of the MFAs to participate in a health promotion program 
is independent of age. 
This results in the opposite or alternative hypothesis: 
H1: The willingness of the MFAs to participate in a health promotion 
program is not independent of age. 
The assumption or rejection of the hypotheses has not only statistical signifi-
cance. If the counter- or alternative hypothesis (H1) is confirmed, this means 
that the willingness to participate in a health program for the elderly should be 
raised differently than for younger MFAs. If the null hypothesis, i.e. no differ-
ence in age, cannot be rejected, there is no need for measures to motivate pre-
ventive programs among older employees in a different manner than in young-
er ones. 
In the hypothesis or significance test, the probability of the mistake of rejecting the 
null hypothesis, though true, is the probability of error, the p-value, or the signifi-
cance level (Saunders et al., 2012, p. 512). If p ≤ 5%, one speaks of a significant one, 
with a value of p ≤ 1% one speaks of a very significant one and at a value of p≤ 0.1% 
one speaks of a highly significant result. All hypotheses in this research are evaluated 
at the 5% significance level. The significance level in this research is determined by 
the chi square test (Saunders et al., 2012, p. 514). In doing so, the values of the re-
spective answers to the individual questions are compared with the values which 
would arise if the answers were selected by chance (by dice or arbitrary ticking). If 
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the deviation from the expected value (chi square) is too large and is therefore un-
likely to be coincidences, it can be assumed that the answers were not generated by 
chance and the null hypothesis (H0) on the given level of significance (5%) must be 
rejected - e.g., (H1) is true with the probability (1-p), thus with 95% security (confi-
dence level). 
4.2.6.1 Age-related hypotheses 
Apart from the possibly age-dependent design of the primary prevention programs 
for the individual general practitioner’s surgery, the aspects of age dependency are of 
great importance for: 
 The drafting of collective agreements for MFAs 
 The development of educational programs 
 The further development of the setting approach of health insurance compa-
nies for general practitioners’ surgeries (2.1.1) 
In the following, the age-related null hypotheses are formulated, which are tested in 
the chapter "Research findings of the MFA Survey". 
H0: The willingness of the MFAs to participate in a health promotion program 
is independent of age. 
H0: The preferences of the MFAs to participate in one of the programs for the 
promotion of movement 
- Training at the workplace (up to 10 min.) 
- Training at home (up to 10 min.) 
- Sponsored activity 
- Training with step counter or fitness-watch 
- Training in a group with colleagues 
is independent of age. 
H0: The willingness of the MFAs to participate in one of the programs for 
weight reduction and nutritional change 
- Group meeting with external consultant 
- Individual talk with external consultant 
- One-on-one talk with a physician from the own practice 
- Healthy snacks from the employer 
is independent of age. 
H0: The participation of the MFAs in any of the proposed programs for weight 
reduction and nutritional change is independent of age. 
H0: The regular, up-to-date use of the vaccination offer by the MFAs is inde-
pendent of age. 
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H0: The willingness of the MFAs to be vaccinated by the employer is independ-
ent of age. 
H0: The regular check of the vaccination status of the MFAs is independent of 
age. 
The aim of the above hypothesis tests is to find out whether age-specific aspects of 
primary prevention on the MFA survey are justifiable. In this way, the MFA survey 
can contribute to the national health target of the Federal Ministry of Health, which 
explicitly demands: "However, in order to be able to implement these general re-
quirements with regard to the elderly and the old population, it is necessary to: Con-
sider how enormously diverse "age" is. Approach points and access routes for more 
prevention and health promotion must therefore always be applied to the respective 
target groups and thus to the specific ones. It is therefore a question of an appropriate 
quality of life, of adequate social integration and of a participation commensurate 
with the person's condition. "  (BMG 2012, p. 13 – translated by author) 
4.2.6.2 Program-related hypotheses 
These hypotheses are intended to analyse the interrelationships between the three 
diverse groups of programs. The results enable class allocations and corresponding 
relevance assignments. For example, the percentage of MFAs that would not partici-
pate in any of the offered prevention programs or which have given a particularly 
high presence to all program groups. 
H0: The preferences of the MFAs for the programs for the promotion of move-
ment and for the weight reduction and nutritional advice are independent of 
each other. 
H0: The preferences of the MFAs for the promotion of movement and vaccina-
tion programs are independent. 
H0: The MFA preferences for the weight reduction / nutritional counselling 
and vaccination programs are independent. 
The two following hypotheses are not intended to be related to the content, but rather 
to ensure that the responses in the Likert scale (Likert, 1932) scale are not accidental. 
The check for uniformity excludes the fact that one of the answers was chosen purely 
randomly. The test for normal distribution excludes the fact that not only the average 
value was chosen most frequently and the two extremes only relatively rarely. 
H0: The preferences of the MFAs for the programs for the promotion of move-
ment are uniformly distributed. 
H0: The preferences of the MFAs for the movement promotion programs are 
normally distributed from one another. 
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H0: The preferences of the MFAs for the weight reduction and nutritional 
counselling programs are uniformly distributed. 
H0: The preferences of the MFAs for the weight reduction and nutritional 
counselling programs are normally distributed from each other. 
4.3 Methods for the development of a priority concept 
The structured literature review generated data on the wider area of health manage-
ment. This data has been the basis for the questions of the survey, and the design of 
the questionnaire for the employees. The results from the area of promotion of health 
and the effectiveness of activities for prevention of disease are used in the question-
naire. These activities had been structured after the medical types of illness and were 
put into the survey for the employees (Bräunig, Haupt et al., 2015). This structure is 
used to cover all areas of illness. The International Statistical Classification of Dis-
eases and Related Health Problems the ICD10 standard is a fix framework and it 
allowed building up a clear ranking. The illness, which leads to the most illness days, 
has the highest potential to reduce the illness days. This can lead to the paradox sit-
uation that a flu vaccine is the most efficient activity for improving the health man-
agement and reducing the illness days, but the employees do not want the vaccine. In 
this case, the best activity is the worst, because one stakeholder can stop it. The same 
could happen if the employee wants a fitness coach and maybe it is effective for the 
health management, but the employer is not able or willing to pay for it. Therefore, 
the perspective of the employer was determined by the measure of costs, the perspec-
tive of effectiveness was determined by the research of studies which evidenced the 
effectiveness and the opinions and wishes of the employees are given by the ques-
tionnaires. The employees could score which activity they would prefer, but the se-
lections were reduced on activities, which are effective. 
The above example shows the importance of the different perspectives of the stake-
holders: the MFAs as affected, the general practitioner as manager of the surgery and 
the physician as a health professional. In this section, according to the multi-criteria 
decision-making model, the weighting of these perspectives is presented (green high-
lighting in the Figure 15). The method for determining the concept of a priority list 
from the present decision criteria is addressed, too. 
A prioritizing concept is, on closer inspection, a ranking problem in which the differ-
ent perceptions of the stakeholders are placed in a comprehensible order. The deci-
sive factors here are the decision criteria and their weighting. Before the individual 
decision-making criteria are presented, the MCDA method used here is explained. 
4.3.1 Methods to solve ranking problems – problem structuring 
The multi-criteria decision analysis (MCDA) methods were developed to provide 
answers to complex questions with several divergent stakeholder interests (Ishizaka 
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and Nemery, 2013). The idea of MCDA is not to find the one correct decision, which 
solves the problem, but the results will be a list with all possible activities ordered by 
priorities.  
This is important for the use in the practical work of general practitioners’ surgeries. 
These organisations have limited resources of time and money to improve their 
health management. To avoid inefficient activities or activities which are not accept-
ed by their employees, the results of the MCDA are important.  
The MCDA provides several different techniques which can be used for the decision-
making process. Ishizaka and Nemery (2013) provide an overview about these meth-
ods. The provided techniques have the advantage that they can be used for a very 
broad range of decisions and can handle different kinds of data. This advantage can 
be a disadvantage too. Ishizaka and Nemery (2013) argue that the flexibility and the 
range of the possible use for these techniques can also be a limitation. 
 
Figure 12: Weighting as part of the multi-criteria decision-
making model 
From the abundance of possible MCDA methods to find the method suitable for a 
given problem is, on closer inspection, itself a MCDA problem. Ishizaka and Nemery 
(2013) suggest for the solution of ranking problems to use the selection criteria 
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- expected output 
- necessary input 
- effort input 
- possible software support 
for choosing the most fitting technique. If, as in the present case, development of a 
priority list for activities for personal health promotion is expected to be a "complete 
ranking with scores" as output, and if one expects software support at the same time, 
four methods will be included in the narrow selection (Ishizaka and Nemery, 2013):  
 Multi-attribute utility theory (MAUT) 
 Analytic network process (ANP) 
 Measuring Attractiveness by a Categorical Based Evaluation technique 
(MACBETH) 
 Analytic hierarchy process (AHP)  
MAUT is excluded because the data for all three perspectives needs to have very 
high quality. A mathematically defined utility function is expected as input, for ex-
ample, a function which exactly describes how costs affect the benefit (number of 
days of absence). This could cause problems if the concept is used by the organisa-
tions, they may not be able to provide these data. 
ANP also for a similar reason should be ruled out, because although no utility func-
tion, but the description of dependencies within the decision criteria is necessary. It 
could be that there is a link between excessive costs for an activity and its preference 
by employees, which should then be considered in the decision-making process.  
Thus the selection shrinks to the two alternatives AHP (Saaty, 1980) or MACBETH 
(Bana e Costa and Vansnick, 1999). Both techniques have a “complete ranking with 
scores” as output, need only a pairwise comparison as input, have a “medium” effort 
for the input and both are supported by a suitable software which can be used for 
several calculations and weighting. Both are an appropriate choice for analysing 
quality data. They both have the same advantages as the other multi criteria decision-
making theories and can be used for complex decisions. 
According to Ishizaka and Nemery (2013), the two methods differ with respect to the 
pairwise comparison. AHP requires a so-called "ratio scale" for the paired compari-
son, it should be noted, for example, that healthy eating at the workplace is twice as 
effective as sponsored after-work activities. For MACBETH, on the other hand, the 
classification is an interval scale, for example "low" or "high". The MCDA method 
MACBETH with the associated software M-MACBETH is therefore used for the 
further procedure. 
The challenge is to categorize these data and generate useable and valid data for the 
further use in the MCDA (Ishizaka and Nemery, 2013). The literature research 
showed that there are many activities, which can be used for improving health man-
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agement. None of the studies provides a suggestion for the one best activity. The 
result depends on the individual weighting of each element and each activity; there-
fore, the quality of the result is directly linked to the quality of the provided data and 
the quality of the scoring. Following the MCDA (Ishizaka and Nemery, 2013) the 
decision for the activities is built from top to bottom. The thesis and the underlying 
goal of improvement of health management for general practitioners’ surgeries is the 
main goal. To achieve this goal the criterions needed to be completed and every ac-
tivity must help to achieve the goal under consideration of the criteria. The goal is 
the first level, the second level is the criterion and on the third level, there are the 
alternatives (options). 
After the definition of the goal the criteria for the multi-criteria decision analysis has 
to be defined. The acceptance of the stakeholder is checked by the questionnaire, the 
effectivity for the activities is based on the literature research and the cost has to be 
calculated. The goal of the criterion and the following activities is to improve the 
health management of general practitioners’ surgeries. 
 
 
Figure 13: Structuring the problem 
The criteria are used as measure to which performance by each option (activity) is 
achieved. Each criterion and each activity are compared pairwise with each other. 
Each criterion needs a weighting compared to the other. The acceptance and the data 
from the questionnaire are the core of this research and therefore the weighting of 
acceptance compared with efficiency and cost is higher. All three together are 
weighted with 100% in sum. The acceptance gets the weighting of 50% compared to 
the two other criteria. That is acceptance is for the ranking of priorities “moderate” 
more important as cost or effectiveness. Effectiveness and costs in turn are weighted 
equally. There will be three criteria in the analysis.  
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Acceptance 50% 
Effectivity 25% 
Costs  25% 
An important aspect in the selection and weighting of the decision criteria is the in-
dependence of the criteria. That is, the criteria should not interfere with one another, 
as otherwise distortions (over-weighting) will occur in the overall assessment. 
At level 3 in Figure 13, the options (alternatives) to be ranked and prioritized are 
listed. For the sake of clarity, they are grouped. The detailed list of all proposed al-
ternatives is shown in the following table. The list summarizes the evaluation of the 
literature review and includes all essential points of the MFA survey. These alterna-
tives are to be compared in terms of their degree of overall goal achievement. 
Since the MFA survey contains open questions as well as the closed answers, the list 
contains a placeholder for the measures. Further interventions with the general prac-
titioners can also be included. How these additional measures are permanently taken 
into account is discussed in the research findings. It is important to keep the list open, 
so that, for example, new research results can be integrated. 
 
Programs for activity promotion 
- Training at the workplace 
- Training at home 
- Sponsored activity after work 
- Training with step counter or watch 
- Training within a group of colleagues 
Activities for weight reduction and change of nutrition 
- Group session nutrition consulting (external) 
- Single session nutrition consulting (external) 
- Single session nutrition consulting (internal)  
- Healthy snacks/food at work 
Vaccinating programs 
- Vaccinating programs at work 
- Vaccinating in private life 
Further proposed measures 
- Proposed in the MFA survey 
- Proposed by the general practitioner 
Table 3: The list of proposed measures to be priori tized 
In the Figure 13, all criteria of level 2 are linked with all options by an arrow. This 
means that for each alternative it must be decided to what extend the criteria are ful-
filled, the so-called scoring. The following subsections show how scoring is done.  
4.3.2 Decision criteria: Acceptance 
The questionnaire gave the primary data for the acceptance. The results of the ques-
tionnaires allow to analyse which activities are preferred by the employees. This is 
core information because the acceptance of employees is needed to implement the 
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activities. As an indicator of acceptance, the willingness to participate in a particular 
activity is used. 
The questionnaire gives the primary data for the acceptance. The answers of the 
questions “Which programs for activity promotion you would join?” and “Which 
activities for weight reduction and change of nutrition would you support?” are used 
to define the score of acceptance.  
In the five-level Likert (1932) scale (cf. 4.2.3), all answers with "rather yes" and 
"yes" are counted as agreeing. The answers "neutral", "rather no" and "no" are not 
considered for the acceptance score. As a score (in points) is added the percentage of 
agreeing responses. 100 points means that all answers for an activity with "rather 
yes" or "yes" were marked. A score of 0 points means that no "rather yes" and no 
"yes" answers were given for this activity. 
In the question of the vaccination activities "yes" or "no" or a supplementary text, 
only the percentage of the "yes" answers is considered, i.e. no response is considered 
"no". 
 
Acceptance Personal health promotion activities 
 Score 
Programs for activity promotion 
- Training at the workplace  
- Training at home  
- Sponsored activity after work  
- Training with step counter or watch  
- Training within a group of colleagues  
Activities for weight reduction and change of nutrition 
- Group session nutrition consulting (external)  
- Single session nutrition consulting (external)  
- Single session nutrition consulting (internal)   
- Healthy snacks/food at work  
Vaccinating programs 
- Vaccinating programs at work  
- Vaccinating in private life  
Further proposed measures 
- Proposed in the MFA survey  
- Proposed by the general practitioner  
Table 4: Scoring the acceptance of personal health promotion activities 
Since the responses to potential future actions are targeted, distortions may occur 
because it is not entirely clear how to respond if one of the measures is already im-
plemented. For scoring, except for vaccinations, it is assumed that no response is 
given, which indeed lowers the response rate, but does not affect the acceptance rate. 
If the hypothesis test (4.3.8) shows that the acceptance is different in experienced 
general practitioners’ surgeries, the approach to scoring should be adapted if neces-
sary. The result theoretically could be that all activities are already in use in all gen-
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eral practitioners’ surgeries; that would mean that there would be no improvement of 
health management by this research. 
4.3.3 Decision criteria: Effectivity 
The systematic literature review provided a selection of activities for health man-
agement. All activities have a proven effect to the health of employees. This guaran-
tees that every activity, which is provided, has a positive influence on health man-
agement. However, this result of the literature review could not be used for the quan-
titative analyse. There is a need to transfer it into a figure driven score. For the use 
within the multi-criteria decision-making process each activity will appraised with a 
factor (score). The scoring is based on figures and the qualitative result of moderate, 
no or strong effect is transferred into a ratio.  
None effect     0 
Low effect   25 
Moderate effect   50 
Strong effect   75 
Very strong effect  100  
Each activity will be analysed and the studies, which fits, will be associated to the 
activity. The results of the studies will be categorized and transferred in a figure. 
The score is made as follows: The literature research is used to identify the studies 
for each activity, which show an effect on the disease-related absence. The number 
of studies multiplied by the factor of the "Level of Influence" then forms the scoring 
value in points. 
For example the „Workplace Physical Activity Interventions: a Systematic Review“ 
(Dugdill, Brettle et al., 2008) found out there is a moderate influence through activi-
ties at work and from the use of step counters. This weighting of his research gener-
ates a score of 50 for the training at workplace. The study „How do physical activity, 
sports, and dietary restraint relate to overweight-associated absenteeism?“ (van 
Strien and Koenders, 2010) found evidence that sports leads to reduced overweight 
and in their study a reduction of the absence days could be measured. They did not 
analyse sports during the work time, because of that the proved efficiency for the 
training at the workplace is weighted as low. The two studies together reach 75 of the 
possible 200 points or expressed in percentage terms 37.5% - this value is used in 
scoring. 
The measures to be taken in this research to promote individual health potentials are, 
ultimately, medical measures of primary prevention. For this area the general practi-
tioner is to be given a certain competence, which is also seen in the self-assessment. 
Although they do not usually have studies that allow them to better assess the impact 
on the absence or presence than the literature review, they usually have many years 
of experience and can assess the effectiveness of the measures related to the physi-
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cian’s surgery. This fact can be considered by treating the general practitioner's own 
experience as one or more studies with a high “Level of influence”. Also, own stud-
ies can be introduced and evaluated regarding their effects. 
The qualitative analysis of the individual studies with respect to each activity and the 
assessment of their influence level is given in the chapter "Research findings for the 
development of a priority concept" as well as the average rating of the General prac-
titioners. 
4.3.4 Decision criteria: Costs 
The cost benefit analysis of health management is not easy. There are many studies 
about the effect of health management activities. However, there are no proved activ-
ities, which lead to a profit. Following IGA report (Bräunig, Haupt et al., 2015) in 
two studies there is some evidence of a general profit from health management activ-
ities; i.e. the study provided by the Austrian government (Helmenstein, Kleissner et 
al., 2004). 
To make the decision possible each activity gets a score for its estimated costs. The 
hours, which will be spend by employees and the money the owner of the medical 
office must spend - the investment and/or the running annual costs.  
The cost factor is fluid. For example, if the general practitioners’ surgeries decide to 
hire a fitness trainer for two hours a week and to provide every employee with a 
smart watch for measuring their activities. This will cause much higher cost than a 
fitness coach who has two meetings with the employee, and the employees can prac-
tice their learned activities at home. The goal of the cost weighting is to provide an 
orientation, which is realistic. To achieve this, the costs were primarily measured in 
the number of internal and external working hours. This has the advantage that the 
result is relative to the wages of the employees. The same principle was used for the 
external trainer hours. The costs for a training hour will strongly depend on the re-
gion and the kind of trainer who is in charge. Some activities were fully cost neutral, 
for example, vaccines are paid by the health insurances, and even if the doctors are 
making the vaccines for their employees, they get money for the work and the vac-
cine. 
Each activity causes cost for the general practitioners’ surgeries. To compare these 
costs, they were categorized for each element.  
1. Number of internal employees’ hours 
2. Number of internal leader (doctoral) hours 
3. Number of external trainer hours 
4. Estimated external costs in Euro 
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The number of internal employees’ hours is the time the employees need for the ac-
tivity and therefore the time they do not make their daily work. If a training group is 
established during the work time, it cost more time than a training group, which 
meets after work. 
The number of internal leader (doctoral) hours is the time that will be needed by the 
physician to push the activities. For example, if the physician provides a nutrition 
course himself because he/she has the knowledge this will cost time.  
The number of external trainer hours is used for the estimated hours an external 
trainer is needed. For example, a fitness coach who visits the office once a month for 
two hours, or the hours for an external nutrition coach. 
Estimated external costs are the cost, which should be planned for buying equipment, 
for example a fitness watch or healthy food.  
As measure working hours were taken and not money per hour, because this allows a 
better comparison in different regions and with different wages. There are different 
wages for the same job depending on the region in Germany. To avoid this gap the 
cost analyses are based on the hours that are needed for each activity. The internal 
hours are to provide a cost measure that is flexible and keep the activities compara-
ble. To define the real cost of each activity is very difficult because it depends on 
many factors. A nutrition course can be a course, which takes once four hours and 
then is finished, it can also mean that a trainer visits the organization every month. 
To generate results, which could be used in different areas and different organiza-
tions, the measure of hours is an option to keep it more comparable. In the sensibility 
test and robustness check different alternatives can be simulated and discussed.  
The cost estimate is based on the author's experience and knowledge of the market 
and was conducted after consultation with experienced physicians. The cost estimate 
uses three categories: 
High cost or high time consuming        0 
Medium cost or medium time consuming    50 
No cost or not time consuming    100  
Measures with a low-cost level therefore receive high points for the score.  
A "Cost level" collection sheet is used to record the data for scoring the costs. It is 
used to define the cost of each activity. It is divided into the three categories above. 
The columns "cost of working hours" and "external costs" are given the entry "no", 
"medium" or "high", which is then dotted in the "score" column. "Total score" con-
tains the average of the two "score" columns. 
This procedure should establish an estimation of the relative cost level and give an 
orientation; it does not have the goal to provide hard figures about the activities’ cost. 
For a multi-criteria decision analysis (MCDA) according to Ishizaka & Nemery, the 
absolute costs are not decisive. It is important for the decision to know how they re-
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late to each other, and how they relate to each other when compared in pairs. To be 
able to use the MCDA software, assessments such as "nutritional advice by the phy-
sician himself” is more expensive than "nutritional advice by an external consultant". 
This and other qualitative assessment are done in the chapter 6 "Research findings 
for the development of a priority concept". 
Some activities have clear and transparent costs, because they are paid by the health 
insurance. A vaccine is completely paid, but the time that is needed to motivate the 
employee to make the vaccines is not included. In one case, it may be easy and only 
a reminder for the employee, in other cases this may take a longer time to motivate 
an employee to take part in a vaccine program. 
4.3.5 Software application: Parameters for M-MACBETH 
To prepare the M-MACBETH software for generating the priority list, the parame-
ters developed in the previous sections were entered. 
    
 
Figure 14: Weighting criteria and consistent judgements (Screenshots M-MACBETH) 
When comparing the criteria in pairs, the M-MACBETH software automatically 
checks whether the comparison data may be contradictory. It would be a contradic-
tion if we were to show in paired comparison that costs are more important than ef-
fectiveness, but they are more important than acceptance and that acceptance is the 
most important criterion. This would be revealed if necessary, in the consistency 
check. As shown in Figure 14, the weights of the decision criteria are classified as 
"judgment consistent". 
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Figure 15: Options and activities (Screenshot M-MACBETH) 
 
To prepare the evaluation all the defined activities have been put into the options list 
and were linked with the criterion. Distinct colours were selected for the membership 
of an activity to a particular group. 
The final input of the scoring results is given in the chapter "Research findings for 
the development of a priority concept".  
In addition to generating a list of priorities, the software provides powerful possibili-
ties, which could also be used by general practitioners' surgeries. This could be the 
adding of own activities or the change of the weighting or a portfolio analyse (XY-
Diagram) and a sensibility analysis combined with a robustness check. These anal-
yses could be done for further research and a better learning about the interaction 
between the elements. 
4.3.6 Sensitivity test and robustness 
The decision-making process could be completed by generating the priority list. Both 
methodologically and from the perspective of usage, it is important to assess how the 
proposed decision-making model behaves if changes are to be made in the weighting 
or how long the determined priority sequence applies if uncertainties are within a 
certain tolerance range. Due to the high relevance of such considerations, the sensi-
tivity analysis and the robustness check were introduced as a separate step in the 
multi-criteria decision-making model, as described in subsection 2.1.5.  
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Figure 16: Sensibility test in the multi-criteria decision-making model 
Without anticipating the results of the research findings, the following example is 
intended to illustrate the sensitivity analysis (Figure 17). 
The red vertical line shows the current weighting of the decision criterion "costs", 
which is entered on the x-axis: 25%. The y-axis shows the overall rating (considering 
the two other decision criteria "acceptance" and "effectiveness"). For each selected 
activity, shown as a blue line, the overall score can be read from the intersection of 
the red and blue lines. For example, the total scoring of "Healthy food at work" is 
68% of the possible 100 points. The “Nutrition intern” (internal nutritional consult-
ing by the doctor) is less favourable than the individual advice with an external nutri-
tion consultant. 
For a general practitioner’s surgery, which is economically not so well placed, it 
might be useful to assign a higher weight to the costs, for example to 40%. Certainly, 
it would be valuable to know for this surgery that, as a result of this weighting, inter-
nal nutritional counselling would perform better than both forms of external nutri-
tional advice. This can be recognized by the dotted red line and the intersection point 
of the blue lines of "Nutrition intern" and "Single nutrition ext.". It can also be seen 
that, even with even greater weighting of the "Costs" within the food-related activi-
ties, "Nutrition intern" always remains secondary. 
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Figure 17: Example of a sensibility analysis (Screenshot M-MACBETH) 
4.3.7 Hypotheses 
The statistical evaluation of the MFA questionnaires led to the hypotheses presented 
in subsection 4.2.7. The extension of the evaluation by the criteria of cost and effec-
tiveness allows hypotheses to be made about the relationships between acceptance 
and the individual measures or groups of measures. In addition to the general contri-
bution to the widening of knowledge about primary prevention in general practitioner 
practice, the significance test for the preference of effective measures provides an 
initial indication as to whether it is realistic that delegation tasks, as proposed in sub-
section 3.2.2 Figure 9 should be adopted. 
In detail, the following hypotheses are tested in the chapter "Research findings for 
the development of a priority concept": 
H0: MFAs favour the costlier of the individual programs for the promotion of health 
(i.e., the two features are correlated strong). 
H0: Cost level and effectivity of the individual programs for health promotion are not 
independent (i.e., the two features are correlated strong). 
H0: MFAs prefer the more effective of the individual programs for the promotion of 
health (i.e., the two features are correlated strong). 
Another reason for these hypothesis tests is the independence of decision-making 
criteria. If the decision criteria correlate with one another, changes in the weighting 
should be discussed. 
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4.3.8 Methods for evaluation of implementation aspects 
 
Figure 18: Implementation - the last step in the multi-criteria decision-making model 
The last step in the multi-criteria decision-making model is the implementation or 
adaptation to user-specific needs (Figure 18). Finally, the general practitioner must 
decide whether to integrate the proposed measures into his/her practice organization. 
To clarify this was the subject of qualitative interviews. 
To reflect the results of the MFA survey, four structured interviews were conducted 
in each one lasting one hour. In brackets the intended talk time. Before the call or 
meeting, the doctors were given a sheet showing the list of results with the priorities, 
see Appendix 5, as well as a copy of the cause-effect network with the health man-
agement target system. As the interviews were announced in advance, it was to be 
assumed that the doctors had informed themselves as far as possible. The following 
paragraphs outline the topics and the planned time of the interviews: 
Classification and characteristics of one's own practice (5 min.) 
The size (number of MFAs and age structure), specific features and offers, the 
existing quality management system and, if available, the health management 
system and its anchoring, if necessary individual measures of the practice with 
health care were also recorded. 
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Comparison of the priorities list with own ideas (15 min.) 
Different assessments were made of the priorities list in the weighting and the 
ranking of the measures in terms of acceptance, costs and effectiveness. In the 
case of serious deviations, the readiness was queried to use a software (e.g. Ex-
cel), if necessary, to be able to carry out user-specific inputs. Furthermore, the 
possible time saving using the standardized priority list as compared to own 
development was requested. 
Factors influencing productivity and performance (20 min.) 
Based on the cause-effect network, the interrelationships were discussed, and a 
subjective assessment of the control lever was asked: primary prevention - psy-
chosocial well-being - work organization - job design - own leadership quality. 
As to the cause-effect network itself, it was asked whether there were missed 
any essential relationships or control levers. 
Implementation of health management in one's own practice (20 min.) 
After clarifying the importance of health management in their own practice, a 
possible sequence of the next steps was discussed. The introduction concept 
was discussed as to whether health management is seen as an integral part of 
quality management or whether it is an independent, permanently installed ini-
tiative or as a sum of individual and situational measures that are deemed to be 
reasonable and necessary. Concluding, concepts of "healthy leadership", 
"health culture in the medical practice" and "health competence MFA" were 
addressed. 
The results of the interviews are found in the chapter "Discussions”. 
4.4 Ethical considerations 
Health is a very personal matter. Therefore, the ethics has been very important in this 
research. To avoid problems the ethical rules provided by the University of Glouces-
tershire have been strictly followed. The following subsections describe this back-
ground with a direct reference to the questionnaire. 
4.4.1 Data protection and protection of the participants 
Following the data protection guidelines of the University of Gloucestershire the 
primary responsibility for the conduct of ethical research lies with the researcher. 
Where applicable, professional codes of conduct of external organizations take prec-
edence over the University’s expectations and requirements for the conduct of re-
search, although in most cases final approval of research projects remains with the 
record of ethical conduct (REC). As there was no direct contact with potentially vul-
nerable individuals, the research did not require REC approval. 
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Therefore, the researcher will be responsible towards research participants (including 
themselves): to ensure as far as possible that their physical, social and psychological 
well-being is not detrimentally affected. Towards other researchers he will avoid, 
wherever possible, actions which may have deleterious consequences for other re-
searchers, or which might undermine the reputation of their discipline. 
1. Research will be based, as far as possible and practicable, on the freely given 
informed consent of those under study. The researcher will: 
o explain to participants the aims, nature, conduct, funding, duration, pur-
pose and consequences of research, and how results will be disseminated; 
o give due consideration to the power imbalance between researcher and re-
searched, and the right of participants to refuse participation at any time; 
o explain to participants the extent to which they will be afforded anonymi-
ty and confidentiality, and their option to reject data-gathering devices 
such as audio recorders etc. 
o discuss potential uses of data with participants and obtain their agree-
ment; 
o give due consideration to the interests of any ‘gatekeepers’ where access 
is gained via a ‘gatekeeper’; 
o where research participants are young children or other vulnerable 
groups, consult relevant professionals, parents/guardians and relatives, 
and attempt to obtain informed consent of participants, their parents and 
those who are in loco parentis; 
o anticipate and guard against any possible harmful consequences of re-
search for participants.  
2. The researcher will not use deceptive methods. The anonymity and privacy of 
participants will be respected, and personal information will be kept confi-
dential and secure. The researcher complies with the provision of the Data 
Protection Act 1998 (UK). While taking every practicable measure to ensure 
confidentiality and anonymity, they will also take care not to give unrealistic 
assurances or guarantees.  
3. There will not be a requirement for specific approval from the Research Eth-
ics Committee. 
4. Additional to the rules of the University of Gloucestershire the rules of the 
German law about data protection (BDSG, 2017) will be respected. 
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4.4.2 Anonymity and possible ethical conflicts 
Health is a very personal and sensible area. All information, which is generated by 
the author, are anonymous at any time, the questionnaire cannot be associated with 
one individual person. The questionnaire was given to the participants at an event 
and collected after the event. The author could access the database, which includes 
all participants of the event, but it is not documented who of the participants com-
pleted a questionnaire. There is no possibility to find out who completed it.  
The questionnaire is not asking for the personal health status to avoid possible ethical 
dilemmas. A question, which could have had the potential for an ethical conflict, is 
the question for a flu vaccine, because an employee in a general practitioner’s sur-
gery could infect ill or elderly people with the flu. However, in Germany the flu vac-
cine is not obligated for healthcare workers. This possible conflict is a political deci-
sion; there was no ethical conflict for the researcher. This means if an employee in a 
doctor’s office and has not been vaccinated, they could be a danger to the patients 
during the incubation time. The German health office is responsible for such con-
flicts and the law decides if there are forced vaccines. 
4.4.3 Role of the researcher and ethical considerations 
Following Saunders et al. (2012, p. 236), the ethical issues relating to "right to quali-
ty research" and "maintenance of objectivity" are of particular importance during the 
phases of a research process. Qualitative deficiencies jeopardize the reliability, cred-
ibility and transferability of the results. Without objectivity the analysis and the eval-
uation of the data are impaired, in particular the reproductivity of the results relevant 
for all research work is endangered. 
In the case of the qualified interviews, the ethical consideration is that in addition to 
the above-mentioned guarantee of anonymity and confidentiality, the independence 
of the interviewees must be guaranteed. None of the interviewees should be aware of 
the answers of others in order to avoid possible distortions of third-party comments. 
Essentially, the quality of research, as well as objectivity, is affected by two poten-
tials for bias. On the researcher's side, the so-called confirmation bias is the main 
factor. On the participant's side, it is the social desirability that can falsify results. 
Both are discussed below with reference to the thesis. 
Regarding ethical considerations, it should be emphasized that activities with a con-
crete reference to personal health issues (e.g. smoking, drinking habits) have been 
deliberately excluded. This avoided both a possible confirmation bias (attitude and 
attitude of the author to addictive behaviour) as well as the expected answers with 
socially desirable content. 
4.4.3.1 Confirmation bias 
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“Confirmation bias means that information is searched for, interpreted and remem-
bered in such a way that it systematically impedes the possibility that the hypotheses 
could be rejected – that is, it fosters the immunity of the hypothesis. Here the issue is 
not the use of deceptive strategies to fake data, but forms of information processing 
that take place unintentionally.” (Oswald and Grosjean, 2004, p.79). The term goes 
back to the cognitive psychologist Wason (1960), who pointed out that we tend to 
choose and interpret our information in a way that confirms our own expectations. 
Saunders et al. (2012, p.192) see this as one of the main threats to the reliability of 
the research work. For if the prejudices of a researcher leading to the confirmation 
bias have a lasting effect on the result, the repeatability of the examinations with the 
same or at least similar results by other researchers can no longer be guaranteed. 
Before starting to suggest approaches that may involve confirmation bias in this 
work, it should not go unmentioned that in modern science theory the assumption of 
existence is considered a confirmation bias itself as one of the most serious confirma-
tion biases. For example, Whittlestone (2017) states in his thesis "The importance of 
making assumptions: why confirmation is not necessarily a bias": "When we define 
confirmation bias more precisely, it becomes evident that much of the research 
commonly cited does not show what it claims to. Most (if not all) of the evidence we 
discuss against a conceptual bias in the sense of a systematic deviation. This is often 
because it is not clear what are the relevant normative standards for the task, the 
tasks are too specific to generalize to a 'systematic' tendency, and / or because it's 
unclear focal hypothesis. In addition, almost all research has been done at a bias at 
the stages of reasoning independently - but we need to understand all stages of the 
reasoning process, to the point of actually updating beliefs, if we want to be able to 
conclude that reasoning actually systematically favors the focal hypothesis." 
(Whittlestone, 2017, p. 193) 
A first starting point in self-reflection to uncover possible confirmation biases lies in 
the selection process of the activities for personal health promotion to be investigat-
ed. According to which criteria are certain activities accepted as suggestions and oth-
ers not? Here, the chosen selection process is of crucial importance. Restricting the 
inclusion of only those measures that have been scientifically proven to reduce ab-
sent time will preclude actions based solely on the author's personal experience and 
judgment, as well as those of marketing interests of product manufacturers (e.g. die-
tary supplements) and service providers (e.g. gyms). A typical example is yoga, 
which according to the author's experience belongs to the health-promoting personal 
measures, for which no scientific proof was found that it reduces the absence rates. 
By this selected selection process, a possible problem with confirmations biases is 
shifted from the author to the researchers of the respective studies or to reliability of 
the institutional level of the publisher. 
A disadvantage of the chosen selection process, so to speak a confirmation bias of 
the second kind, is the filter of "scientificity". As a rule, only activities were included 
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that were marked as peer reviewed by academic journals. Thus, it cannot be ruled out 
that there are measures that certainly help in everyday practice but have failed to 
appear in an academic journal and to be peer reviewed. 
To minimize the risk of confirmation biases regarding possible activities, an open 
question was included in the MFA survey with room for own suggestions and in the 
structured interviews with the general practitioners, possible further measures were 
asked. 
The second starting point for a possible confirmation bias lies in the multi-criteria 
decision-making model. Here it can be argued that the author's prejudices led to a 
one-sided selection of decision-making criteria. Thus, it cannot be denied that the 
author attaches significant importance to the acceptance of measures by the employ-
ees and that this becomes more or less obvious when recommending a priority con-
cept. However, this is transparent in the decision-making process and the chosen 
approach of consciously considering the diversity of perspectives (ac-
ceptance/employee - effectiveness/doctor - costs/owner) was not least chosen to rule 
out unilateral confirmation bias. 
Another measure to counteract a confirmation bias lies in the integration of the pro-
posed measures into a comprehensive cause-and-effect structure and in a proven pro-
cess model. 
According to Whittlestone's thesis (2017), this study is based on two assumptions: 
first, the assumption that health management measures can contribute to improved 
performance in general practitioners’ surgeries, and second, that decision-making on 
the choice of measures follows a rationality-driven decision-making process. 
4.4.3.2 Social desirability 
“Social desirability bias refers to the tendency of research subjects to give socially 
desirable responses instead of choosing responses that are reflective of their true feel-
ings. The bias in responses due to this personality trait becomes a major issue when 
the scope of the study involves socially sensitive issues such as politics, religion, and 
environment, or personal issues such as drug use, cheating, and smoking.” (Grimm, 
2010, p. Social desirability) the confirmation bias, socially desirable answers endan-
ger the reliability and validity of the research results. 
Certainly, the topic of "health" is associated with socially desirable answers. It is 
tacitly assumed that "health and wellbeing" should be regarded as desirable condi-
tions, and that activities aimed at doing so should definitely be endorsed. This is es-
pecially true for health professionals, such as the MFAs surveyed here. They are be-
lieved to be open-minded to health management of any kind. 
This relationship may lead to a participant bias (Saunders et al., 2012, p.192) when 
assessing the acceptance of individual measures as the popularity of measures may 
tend to be overstated. This would be important if only one measure were to be as-
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sessed. However, since the preference of several measures is to be assessed in com-
parison, it can be assumed that none of the individual measures turns out to be par-
ticularly socially desirable. 
As Grimm (2010) suggests, one of the ways to deal with social desirability is to pro-
vide well-elaborated response options to those questions that are prone to the social 
desirability effect. This proposal was followed in questioning the specific activities. 
In addition, it is not clear to what extent a truthful answer (instead of the socially 
desirable ones) could lead to disadvantages or rejection. The chosen form of anony-
mization does not allow any conclusions to be drawn about an individual person. 
In the individual measure "vaccination" a social desirability can conceptually not be 
excluded. One focus of public vaccination campaigns aimed at counteracting increas-
ing vaccine drowsiness is so-called herd immunity. This refers to the effect that im-
munity acquired through vaccination is so widespread that unvaccinated individuals 
are also protected in the population (the "herd") because the pathogen cannot spread. 
Here consciously a "socially desirable" behaviour is propagated, as it also protects 
immunocompromised persons (older, newly born, sick, ...) who cannot be vaccinat-
ed. From the answers in the questionnaire it is not clear to what extent the advocacy 
of the prevention measure corresponds to vaccination of a personal conviction or a 
desired behaviour. 
When the general practitioner uses the multi-criteria decision-making model, it can-
not be ruled out that socially desirable behaviour plays a role. So, the general practi-
tioner is certainly aware that the employee orientation today is given an increasingly 
high priority. This tends to increase the emphasis on the acceptance of health-
promoting measures. It is not possible to clarify based on interviews whether the lip 
service in favour of the employees was filed in the general practitioners' interviews 
or whether this corresponds to the actual conviction and the practiced action. 
From an ethical point of view, the multi-criteria decision-making model should be 
evaluated from the perspective of "maintenance of objectivity". From the author's 
point of view, transparency and traceability in the derivation and weighting of the 
decision criteria is an essential contribution to the "maintenance of objectivity". 
The situation is similar with the statutory duty to quality management. To what ex-
tent this is the simple fulfilment of a socially set framework conditions, more pre-
cisely and strictly formulated a social enforced behaviour, or a lived conviction in the 
patient's interest cannot be clarified by the interviews. 
4.5 Summary 
The aim of the chapter was to discuss and elaborate the methodological foundations 
for answering the research questions. At first, the research paradigm was contrasted 
in the dimensions "nature of science" and "nature of society". From the resulting pos-
sibilities "radical humanist", "radical structuralist", "interpretivist" and "functional-
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ist", the latter was identified as the most adequate for this research work and at the 
same time closest to personal attitudes. 
The four common research philosophies positivism, realism, interpretivism and 
pragmatism were presented and underpinned by references to health management. 
The research philosophy underlying this research has been identified as a pragmatic 
approach based on a conceptual framework that combines HR practices, psychologi-
cal contract, and organizational performance. In this framework, each of the five re-
search questions can be anchored.  
The axiological point of view of the research philosophies was a pragmatism one. 
The focus is therefore to identify and minimize the effects of biases. 
In the ethical considerations, the data protection rules accepted as binding and the 
guidelines for the protection of the participants were explained and explicated. Like-
wise, anonymity and possible ethical conflicts were discussed. According to the axio-
logical standpoint of a pragmatism, a possible confirmation bias and possible socially 
desirable answers were discussed in the related issues. 
The methodological basis for the research philosophies is an explorative and ex-
planatory approach, which is augmented by questionnaires and structured interviews 
in a two-stage research design. Accordingly, the methods for developing a question-
naire for acceptance by MFAs and a priority concept were presented. As far as possi-
ble, hypotheses have been prepared for both areas, the validity of which should be 
reviewed later. 
While this chapter describes the methods used to design the MFA survey and to de-
velop the priority concept, the next two chapters will focus on the application of the 
methods and the research findings to be derived from them. 
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5. Research findings of the MFA survey 
Section 1 of this chapter presents all recorded data in absolute and percentage values. 
Attention was paid to assessing qualitative data and assessing them in the context. 
The aim of section 2 is to draw a clear picture of the preferences of MFAs based on 
the results of the survey. Links e.g. between individual measures and their ac-
ceptance in different age groups are clarified. As a contribution to knowledge about 
health management in general practitioners' surgeries, the statements regarding their 
statistical significance are examined. This provides a basis for rejecting or retaining 
the hypotheses (4.2.7). In section 3 the results are summarized. 
5.1 Quantitative and qualitative data from the MFA survey 
The questionnaire was printed 400 times. It was distributed on several medical con-
gresses with assistance personal as participants in the period September 2015 to 
March 2016. The feedback from the participants was very positive. The response was 
higher as estimated and over 50% of the distributed questionnaires have been com-
pleted. Every second participant completed the questionnaire. When the question-
naire was distributed, the moderator asked or invited all participants in the auditori-
um to kindly complete the questionnaire. This may have led to a relatively high re-
sponse quote. Originally, certain software should collect the completed question-
naires. This did not work because the open question could not be processed by it. 
However, the questionnaires were collected and evaluated in an Excel table (Appen-
dix 4). Questionnaires which were completed less than 80% were excluded - this was 
the case for only ten of the questionnaires. 
The following table shows how many questionnaires were distributed. It includes the 
absolute number of returned questionnaires and the percentage in relation to the total 
number of distributed questionnaires.  
Status Number Response rate (%) 
Distributed questionnaires 400 100% 
Returned questionnaires 204 51% 
Analysed questionnaires 194 48.5% 
Table 5: Number of questionnaires with return rate 
5.1.1 Data on demographic characteristics 
Two questions provide information about the participants: the age and the gender. 
The data in this first question is quantitative, there were no open questions.  
Gender Total Percentage 
100% Female 194 
Male 0 0% 
Table 6: Gender of the MFAs 
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The result for gender is a 100 % female. No male completed the questionnaire. To 
avoid a mistake, the lists with the participants of the congresses where the question-
naire was distributed were checked really there were no male participants. 
The result for the age of the employees is useful to learn about the actual and poten-
tial future problems linked with aging employees and the result is also useful to rec-
ognize age-related preferences. 
Age  Total P1 P2 
18-25 59 31% 30% 
26-35 34 18% 18% 
36-45 49 26% 25% 
46-55 35 18% 18% 
56-65 15 8% 8% 
66+ 0     
Total answer 192     
No answer 2  1% 
Total questionnaires 194     
Table 7: Age of the MFAs 
In the P1 column the percentage is calculated related to the number of total ticks and 
in P2 the percentage related to the total number of questionnaires. These two figures 
are calculated to show how many participants completed the single question.  
5.1.2 Data on the general practitioner’s surgery 
In the subsection 4.2.2 the selection of general practitioners’ surgeries has been de-
fined. These are the results of the control questions to be sure the right group of em-
ployees has been targeted. 
The questionnaires were distributed on congresses for general practitioners and their 
employees. The question for the speciality is to make sure the group of employees 
which was selected is correct. During the congress registration, the participants had 
to confirm that they are working in a medical doctor’s office, but the speciality was 
not interrogated.   
What kind of general practitioner’s surgery you work for? 
  Total  P1 P2 
General practitioner 165 92% 85% 
Gynaecologist 9 5% 5% 
Other 6 3% 3% 
Total answer 180     
        
No answer 14   7% 
Total questionnaires 194     
Table 8: Specialization of the doctor's office, in which the MFAs work 
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In the P1 column the percentage is calculated related to the number of total ticks and 
in P2 the percentage is calculated related to the total number of questionnaires. 
The quantitative data on the existing health management programs were generated by 
a multiple-choice question. There was no further specification of the kind of activi-
ties. The participants could interpret health management from their point of view. 
Are there activities 
tioner’s surgery? 
for health management in your general practi-
  Total P1 P2 
Yes  45 26%  23% 
No 129 74%  66% 
Total 174     
    
No answer 20  11% 
Total questionnaires 194   
Table 9: Existing health management 
In the P1 column the percentage is calculated related to the number of total ticks, and 
in P2 the percentage is calculated related to the total number of questionnaires. 
Additional there are answers to the open questions which provide qualitative data. 
There were in total 71 comments. Multiple answers were possible. For categorizing, 
the open question was divided in two parts “yes” and “no”. In the following table, the 
grouped answers for the questions are summarized. The spellings of the suggested 
activities were different but clear enough for categorizing them. The proposed activi-
ties were only difficult to read, but sufficient to categorize them. 
Are there activities 
tioner’s surgery? If 
for health management in your 
“yes” what kind of activity? 
general practi-
 Total  Percentage 
Check up 12 30% 
Vaccine 14 35% 
Nutrition advice 5 12.5% 
Healthy food 3 7.5% 
Office chair for the back 1 2.5% 
Fitness 3 7.5% 
Vitamin infusion 2 2% 
Total 40  
Table 10: Existing health management activi ties for the open question “yes” 
The following question should only be completed if the answer to the question above 
was “no”. The results from the qualitative answers were categorized in groups. The 
following table above summarizes these answers. 
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Table 11: Possible reasons for lack of health management for open question “no” 
Are there activities for health 
surgery? If “no”, why are there 
management in your general practitioner 
no health management activities?  
 Total Percentage 
I do not know 9 32% 
No interest / nobody care 11 39% 
No time 8 29% 
Total 28  
In the next table, the group who answered “No - there is no health management in the 
organisation I work for” is summarized. 
 
Five answers in both parts of the question were not included, because they were not 
linked to the question like “I work too much and earn too little” or they were illegible 
or not understandable. 
5.1.3 Data on the promotion of personal health potentials 
The first question was the willingness to participate in health management and its 
general acceptance. This was a question with a multiple-choice option and an open 
question. The question if a MFA would generally join a health prevention program 
was divided in a quantitative and a qualitative question. The participants could an-
swer these questions independently of an existing health management program in 
their general practitioners’ surgeries.  
The quantitative part of the question was designed as multiple-choice question. It 
was combined with an open question afterwards. The following table shows the re-
sult of the quantitative data.  
Would you join a health prevention program?  
     P1  P2  
Yes  97 68% 50% 
No 46 32% 24% 
Total 143     
No answer 51    26% 
Table 12: Willingness to join a health prevention program 
50% of the participants did not answer the question or ticked “No”. These partici-
pants could still answer the open question about health management or tick health 
management activities. This reduced the risk that a participant did not understand or 
misunderstood what is meant with health management activities.  
Additional there were answers to the open question which provided qualitative data. 
There were in total above 30 comments. Multiple answers were possible. For catego-
rizing, the open question was divided in two parts “yes” and “no”. In the following 
table, the grouped answers for the questions are summarized. The qualitative part of 
the question for existing health management was designed as open questions. To use 
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the comments as quantitative data the author has grouped them to comparable units. 
In the following table, the grouped answers for the first part of the question are 
summarized. It only includes the answer if the participant has ticked “Yes - There are 
health management activities in my organisation”.  
Which health management program would you join? 
Back training 4 
Movement (Jogging, Trekking, walking,) 5 
Wellness and Fitness 5 
Yoga and meditation 7 
Massage 2 
Nutrition program 4 
Stress reduction program 2 
Total 29 
Table 13: Health activities mentioned in the open answer 
Table 14: Reasons for refusal of health activities in the open answer 
Why would you not join a health management program? 
No time 5 
Organisation to small 2 
Five answers in both parts of the question were not included, because they were not 
linked to the questions. Alternatively, the answers were not readable. 
The following questions are about different health management activities. 
The quantitative data for health management programs with movement promotion is 
a multiple-choice question. Many of the participants ticked “no” they would not take 
part in health management (table above) but “yes” in several activities. The first table 
shows the number of ticks. 
Which programs for the activity “movement promotion” you would join?  
  yes rather yes depends rather no no sum 
Training at the workplace (max. 10 min) 43 38 52 30 17 180 
Training at home (max. 10 min) 26 64 44 34 11 179 
Sponsored activity after work (Fitness, Yoga, etc.) 49 62 38 23 13 185 
With a counter for the steps or a fitness watch 36 51 31 40 24 182 
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Which programs for the activity “movement promotion” you would join?  
  yes rather yes depends rather no no sum 
Training within a group of colleagues 25 46 54 36 20 181 
Table 15: Choice of “movement promotion” programs total ticks 
In the following table, the same data as above were used but in percentages.  
 Which activity 
 you would join? 
of “movement promotion” 
yes rather yes depends rather no No 
Training at the workplace (max. 10 min) 24% 21% 29% 17% 9% 
Training at home (max. 10 min) 15% 36% 25% 19% 6% 
Sponsored activity after work (Fitness, Yoga, etc.) 26% 34% 21% 12% 7% 
With a counter for the steps or a fitness watch 20% 28% 17% 22% 13% 
Training within a group of colleagues 14% 25% 30% 20% 11% 
Table 16: Choice of “movement promotion” programs in percentages 
The following table summarizes only the “yes” and “no” without a tendency “rather 
yes” or “rather no”. The middle choice “depends” is carried over as the percentage of 
“neutral”. 
Which programs for the activity “movement promotion” you would join? 
  Yes Neutral No 
Training at the workplace (max. 10 min) 45% 29% 26% 
Training at home (max. 10 min) 50% 15% 25% 
Sponsored activity after work (Fitness, Yoga, etc.) 60% 24% 19% 
With a counter for the steps or a fitness watch 48% 13% 35% 
Training within a group of colleagues 39% 20% 31% 
Table 17: Choice of “movement promotion” programs reduced to “yes” or “no” 
The quantitative data for health management program for weight reduction and 
change of nutrition is presented in the following tables. The first table shows the 
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Which activities for weight reduction and change of nutrition would you support? 
  




Would you join a group 
ternal consultant? 
session with an ex-
20 40 48 42 29 179 
Would you join a single 
ternal consultant? 
session with an ex-
26 58 45 27 24 180 
Would you 
sician from 
join a session with a 
your medical office? 
medical phy-
15 31 42 52 36 176 
Would 
work? 
you like to get healthy snacks/food at 
106 47 15 7 8 183 
Table 18: Choice of “Weight reduction and change of nutrition” - total ticks 
 
In the following table, the figures above are used to display the percentages of the 
answers. 
Which activities for weight reduction and change of nutrition would you support? 
  Yes rather yes depends rather no no 
Would you 
an external 
join a group 
consultant? 
session with 
11% 22% 27% 23% 16% 
Would you 
an external 
join a single 
consultant? 
session with 
14% 32% 25% 15% 13% 
Would you join a session with a 




9% 18% 24% 30% 20% 





58% 26% 8% 4% 4% 
Table 19: Choice of “Weight reduction and change of nutrition” - percentages 
The following table summarizes only the “yes” and “no” without a tendency “rather 
yes” or “rather no”. The middle choice “depends” is carried over as the percentage of 
“neutral”. 
Which activities for weight reduction and change of nutrition would you support? 
 Yes Neutral No 
Would you join a group session with an external consultant 34% 26% 40% 
Would you join a single session with an external consultant 47% 25% 28% 
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Which activities for weight reduction and change of nutrition would you support? 
 Yes Neutral No 
Would 
office 
you join a session with a medical physician from your medical 
26% 24% 50% 
Would you like to get healthy snacks/food at work 84% 8% 8% 
Table 20: Choice of “Weight reduction and change of nutrition” program – reduced 
to “yes” or “no” 
After the questions on different activities which the participants would prefer, the last 
question was focused on vaccines. 
Every question has a quantitative and qualitative part. The evaluation of the open 
question about vaccines revealed a possible problem within the questionnaire. The 
open question result about which vaccines are used leads to answers like “all” or a 
list of five or six vaccine names. For the evaluation, the author used a category for 
participants who gave a feedback which could be interpreted as all vaccines. This 
means if the participant wrote down five or six standard vaccines it was counted as 
fully vaccinated. There are typical seasonal vaccines like the seasonal flu vaccine, 
they were counted extra. Travel vaccines like the tick-borne encephalitis (TBE) or 
the anti-rabies inoculation were counted extra if they were mentioned. 
In Germany, there is a group of people who are against vaccines in general. They do 
not believe in the effect of vaccines or belief they have a negative effect on the im-
mune system. This discussion is more a discussion about beliefs and less about sci-
ence. To avoid an ethical conflict or discussions with this group the author did not 
categorize answers to open questions, which were just against vaccines. There are ten 
comments like “I was not ill in the last years therefore I do not need vaccines” or 
“My immune system is strong enough”. These comments were interpreted as a nega-
tive answer “No, I do not use vaccines”.  
The questions for vaccines are divided in the question for vaccines use in work and 
private life. The first question about vaccines was about the acceptance of vaccines 
in the private live. 
Do you regularly use vaccine in your private life?  
  Total Percentage 
Yes 145 75% 
No 37 19% 
No answer 12 6% 
Total  194  
Table 21: Quantitative data on the use of vaccines in private life 
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There were two answers with “no” vaccines in private life but in the open part “no 
vaccines” meant all ground vaccines but not the flu vaccine. These two answers were 
counted as a “yes” in the table above. 
The following table summarizes the evaluation of the open questions for private life 
vaccines.  
Which vaccines do you use regularly in your private life? 
 Total 
Flu vaccine 38 
No flu vaccine 3 
Tick-borne encephalitis 38 
All vaccines 127 
Total (Multiple answers were possible) 206 
Table 22: Qualitative Data on the use of vaccines in private life 
The vaccines for flu and tick-borne encephalitis were mentioned in the open ques-
tion. The “no flu vaccine” means it was explicitly written down: “Yes, I use vaccines 
but no flu vaccine.” For the other vaccines, there were no further comments.  
The question about the possible use of vaccines provided by the employer was re-
duced to one question. There was only the choice for “yes” and “no” to generate the 
quantitative data.  
Would you join a vaccine program at work? 
 Total Percentage 
Yes 171 88% 
No 12 6% 
No answer 11 6% 
Total 194  
Table 23: Quantitative data for vaccine program in work 
The open question did provide some examples for vaccines:  
Would you join a vaccine program at work? Total 
Flu 39 
No flu 3 
TBE 25 
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Would you join a vaccine program at work? Total 
All vaccines 127 
Table 24: Qualitative data for a vaccine program in work 
In the open question three participants wrote they would join a vaccine program, but 
they do not want the flu vaccine. 
The question for the regular status check was not divided into private and work life. 
Do you check your vaccine status regularly? 
 Total Percentage 
Yes 163 89% 
No 20 11% 
No answer 11  
Total 194  
Table 25: Quantitative data on vaccines status check 
5.2 Preferences of the MFAs on health-promoting measures 
The perspectives of the stakeholders are important for the improvement of health 
management. The results of the employees are important because the employees are 
the key of every health activity. Their acceptance for activities is needed; without the 
allowance of the employee and their agreement, no activity can be implemented.  
According to literature review, it was obvious that there are no studies on health 
management in general practitioners’ surgeries. This research and the generated in-
formation provide additional information about this group of employees, the MFAs, 
and can help to change the health management in these organisations. The research 
findings in this point are central for the development of a priority concept – the sub-
ject of the next chapter. 
In the first step, the gender and the age group of the MFAs are examined more close-
ly. The following subsection is a closer look at the general medical practice from the 
point of view of "health management". The focus is on the measures that should be 
included in a priority concept. For these measures, preference profiles are developed. 
5.2.1 Gender and age groups of the MFAs  
Two demographically relevant characteristics were recorded: the gender and the age 
group. 
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As already stated in subsection 2.2.2, the MFA profession with a woman share of 
98.3% is a typical women's occupation. This is confirmed by the MFA survey, which 
according to Table 6 shows a woman share of 100%. For this research, it was there-
fore only necessary to examine whether the share of 100% is a random result or 
whether this proportion is in the so-called 95% confidence interval of the “true” val-
ue 98.3%. With the aid of the formula proposed by Pernerstorfer (2009) , the lower 
limit of 96.4% was determined for sample size 194 and 100.0% for the upper limit. 
That is, the proportion of women found is not a random result; rather, it is significant 
at a confidence interval of 95%. 
This result is not surprising, but it is important to keep in mind all the generalizations 
that may be derived from this research, that all statements refer to the groups "wom-
en". Thus, the following comparison of the age groups also refers to the female pro-
portion of the employed. 
The following diagram uses the data from Table 7 "Age of the MFAs" and compares 
it with two other available statistics. The blue columns are the percentages of the 
respective age group from this MFA survey. The data from the orange columns is 
from the Federal Bureau of Statistics (destatis, 2016) and shows the distribution of 
the female labour force in the year 2016. The grey column data were taken from the 
government report "Health Care Data" (BMG, 2016), which identifies age groups for 
the occupational group "doctor’s receptionists". As there is no official data on the 
age structure of the MFAs, the data of the group of "doctor's receptionists", which 
are one third larger, were used. The data are from the year 2014. The latter two statis-
tics use a different age structure, which has been adapted for this research work for 
reasons of better comparability. 
 
Figure 19: Age structure of the MFAs in comparison 
At first glance, the highest share with 31% is the age group 18-25 years. On the one 
hand, this may be because younger employees may be sent to trainings rather than 
Doctorate in Business Administration  145  
 
DBA Cedric Ballin  
older ones, and on the other hand, the high popularity of the MFA vocational train-
ing: With 15,822 newly concluded training contracts, in 2016 the MFA was one of 
the most popular vocational training programs for women (Rank 2). If one adds to 
the general MFAs the dentists’ specialized MFAs (with 12,780 Rank 6), the medical 
assistants are the most popular profession regardless of gender - before "Office man-
ager" (28,656 contracts) and “Management assistant in retail" (25,191 contracts) 
(BIBB, 2016). 
The proportion of the age group 26-35 years is the second lowest. This could be be-
cause for a typical female professor at this age, the phase of the family foundations 
starts and many women in the family place higher priority, especially since they are 
often "only" the second earners. On the other hand, it could be a sign that the expec-
tations of the profession are not fulfilled, and the exit rate increases. For example, 
Kathmann and Dingeldey (2013, p. 12) reported an exit rate of up to 54.6% over 15 
years. 
In addition to the peak of the youngest group, the age group 36 to 45 years has the 
highest share. This is untypical in comparison to the age structure of female workers. 
Among these, the largest proportion is in the age group 46 to 55 years. This may be 
an indication that the medical assistance professions will not be so severely affected 
by demographic change. 
The share of the age groups 46 to 55 years and 56 to 65 years then decreases again 
and above average. Unlike the younger ones, the lack of (or realized) career opportu-
nities are a plausible reason for leaving the professional group of MFAs. The same 
trend, albeit less pronounced, can be seen in the group of doctor’s receptionists. 
In the overall picture, unlike the general labour market for women, the proportion of 
older people does not increase, but decreases from about 35 years. This not only fo-
cuses on the aging problem but also the attractiveness of the occupational field for 
health management measures. For the role of the physician as a leader, the age struc-
ture proves to be ambivalent. On the one hand, as long as the MFAs are one of the 
most attractive and sought-after occupational profiles, the doctors can rely on the fact 
that no job placement problems occur. On the other hand, the attractiveness of the 
MFA jobs cannot be indifferent to them as dissatisfied employees without a career 
chance causes failures and absent times (Vu-Eickmann and Loerbroks, 2017). 
The issues related to the age show that MFAs do not face any demographic change 
problems compared to other occupational groups. In this section the age structure is 
used to check whether the measures referred to as preference require age group-
specific adjustments. 
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5.2.2 Experience with and willingness for health management 
The question about the specialisation of the medical physician was important to 
check if the target group completed the questionnaire. It was used to prove if the 
main employees who completed it are really working in general practitioners’ surger-
ies. From the participants who provided information about the kind of their medical 
offices, 92% are working in general practitioners’ surgeries. The rest are working in 
specialist practices, which are organized in a comparable way. 
In the questionnaire 8% of the participants work for other specialised surgeries. The 
female quote there is 100% too and it may be that the activities, which are preferred 
by the employees of general practitioner, could be transferred. This point is ad-
dressed under “Conclusions”.  
There is a quote of general practitioners’ surgeries that already use health manage-
ment program. 26% (Table 9) have a program for health management. Such as vac-
cine programs or a regular health check-up.  
To interpret the results of the questionnaire it was necessary to know how many 
SMEs or general practitioners’ surgeries use an implemented health management 
system. The literature review identified one study of higher interest in this context. 
The results of „Health Management in Small and Medium-Sized Enterprises” (Zelfel, 
Alles et al., 2011) argue that there is a need to improve the health management in 
German SMEs and that the health management is not established in the German 
SMEs. The study provides a revealing figure about the dissemination of health man-
agement. The authors made telephone interviews with 1,441 organisations between 1 
and 250 employees in seven regions of Germany. The result concerning the usage of 
health promotion activity was that 20% of the contacted organisation has made some 
kind of health management. 
The result from the questionnaires is that 26% of the general practitioners’ surgeries 
have a health management program. This means that the quote of health management 
in general practitioners’ surgeries compared with the figures provided by Zelfel, Al-
les et al. (2011) is 23% higher than in SMEs in general. This is a significant differ-
ence to the average which was identified in the research “Health Management in 
Small and Medium-Sized Enterprises - Results of a Representative Survey“ (Zelfel, 
Alles et al., 2011).  
However, this is a positive result for the general practitioners’ surgeries. There is a 
higher level of health management and there is potential for improvement. It is fasci-
nating why this quote is higher and if this could be used for the implementation of 
health management. The questionnaire of this research was completed in between 
end of 2015 and the beginning of 2016. The other one was finished in 2011. The idea 
of health management was promoted by many congresses, medical associations, 
management associations, the government and insurance companies in the last years. 
This would mean that there is a general positive trend for health management. To 
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prove this, actual studies with figures from 2014 to 2015 would be needed to com-
pare it. 
The research from Zelfel, Alles et al. (2011)(Zelfel, Alles et al., 2011) is representa-
tive this could be a reason too. This research is not representative. It is possible but 
unlikely that this is the explanation for the difference. 
Another reason may be the size of the selected companies. The research from Zelfel, 
Alles et al. (2011) includes SMEs without any boundaries. The definition of SMEs is 
a wide range from one employee to 250 employees.  
A weak point is that there is no clear definition of a health management system. The 
research identified several activities for health improvement; however, the literature 
research did not provide a definition of a health management system. The author 
could identify if these participating companies have implemented health management 
activities but not define the health management system. Buying an ergonomic chair 
could be a health supporting activity, but it is no health management system.  
The results of the open questions are important in this case, they provide an insight 
into the existing health management in the general practitioners’ surgeries. Com-
pared to “Health Management in Small and Medium-Sized Enterprises - Results of a 
Representative Survey“ (Zelfel, Alles et al., 2011) this open question allowed the 
author to identify the kind of health management which is used. This is the first re-
search for health management in general practitioners’ surgeries. There are no data 
on which health management activities are already in use in these organisations.  
The categorized results from the open questions could be compared with the results 
from the multiple choices questions. Table 10 “Existing health management activities 
for the open question ‘yes’” provide a summary of the open questions. By the litera-
ture review, the author gained an in-depth insight which activities are common for 
effective health management. However, the results of the open questions provided 
additional information about activities, which were not identified in the literature 
review.  
Over 30% of the participants who completed the open questions stated that there are 
check-ups in their organisation. In the literature research, there were no results for 
general check-ups and their efficiency. If the health insurance overtakes the costs this 
could be an effective and cheap activity for an organisation. Check-ups with medical 
proven effects are provided in Germany by several health insurances for free to mo-
tivate their clients to go to a physician when they are healthy, before they are ill. This 
is used as a prevention to identify possible risk factors like overweight and to avoid 
them. There are several check-up programs for prostate cancer, breast cancer and 
other further diseases. In Germany, this is a political decision which is in the wider 
area of health management. However, the acceptance of this activity would be pre-
sumably low. The participant could write down the activities they prefer in the open 
questions for preferred health management. However, the qualitative data on this 
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show that none of the participants would prefer a check-up. One explanation for the 
existing health check-ups could be financial. In the case of general practitioners’ sur-
geries, the physicians can invoice it to the health insurance and earn money with their 
own employees.  
In total, the answers to the open questions confirm the selection of the multiple-
choice questions through the literature review. The selection involves nearly all ac-
tivities which are still in use. For the implementation of the priority list, this is help-
ful. When a general practitioner already uses health management techniques, they 
can use such activities which are not implemented.  
This part of the result provides insight if the employees have a positive or negative 
attitude to the health management. With 63% acceptance rate a clear majority of the 
employees would accept a health management program. This acceptance is important 
for the practical use of the activities. The employer knows that their employees 
would like to take part. 
A quote of participants did not tick “yes” or “no” for the general question. This 
group may be undecided, and it could be possible to motivate them to participate in 
activities. Another effect is that the participant originally ticked that they would not 
take part in a health management program. Afterwards they ticked at which health 
management program in their organisation they would take part. This is paradox. An 
explanation would be that the participant did not know what a health management 
program is. For example, the yearly flu vaccine is a health management activity, but 
for the employees it is just the normal yearly flu vaccine. In this case they would tick 
“no” for join a health management program and “yes” for the vaccine. 
The null hypothesis, formulated in subsection 4.2.7, concerning the willingness to 
participate in a health promotion program was as follows: 
H0: The willingness of the MFAs to participate in a health promotion program 
is independent of age. 
The following table allows the hypothesis test: 




18-25 23 17 18.0 0.8100 
26-35 20 7 15.7 0.0285 
36-45 28 40 21.9 0.0001 
46-55 18 10 14.1 0.2746 
56-65 8 2 6.3 0.0882 
 97 76 76 0.0001 
Table 26: Hypothesis test: Willingness to participate is independent of age 
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In the rows of the table are the age groups, in the columns “yes” and “no” are the 
number of ticks in the questionnaires for the willingness to participate or not. In the 
column “Expected no” is the calculated number of “no”, assuming the null hypothe-
sis holds, and you can expect the same distribution for “yes” and “no” answers. For 
example, in the age group 26-35 the answer “yes” was given by 20 of 97 persons. 
That means 20.6%. This percentage applied to the total number 76 of “no”-answers 
leads to expected 15.7 persons.  
The chi square test calculates the differences between the actual number and the ex-
pected number. From this, the significant level is determined as the probability that 
the actual and the expected number are distributed in the same way, the p-value. In 
this case the p-value is 0.01%. 
Since the p-value is less than 1%, the null hypothesis can be rejected and the counter 
hypothesis 
H1: The willingness of the MFAs to participate in a health promotion program 
is not independent of age. 
must be accepted on a confidence level of 99.9%. If the chi square test is applied to 
each age group, the reason becomes clear. The main deviation between real number 
and expected number of “no” is the age group 36-45 years with the p-value less than 
1% and the age group 26-35 years with a p-value less than 5%. As visualized in Fig-
ure 20. This means e.g. that an institution wants to increase the willingness to partic-
ipate for example by means of information materials or information events, would 
need to make special arrangements for the middle-aged group of MFAs to motivate 
them. 
 
Figure 20: Different willingness to participate in health-promoting measures 
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The next finding concentrates on the occurrence of the combination of the items 
“Experience” and “Willingness”. 143 participants responded to the question of exist-
ing health care activities as well as about the willingness to participate. 
 
Figure 21: Group formation with the combination "experience" and "willingness" 
The compilation of the response combinations reveals four clearly distinguishable 
groups as presented in the figure above. To clarify the differences, the four groups 
were labelled by the author with four most succinct names. 
 The “curious optimists” (51%): with no experience but willing to join – They 
form by far the largest group. They are by far the largest group and most like-
ly they expect the greatest effect on their personal well-being. 
 The “cautious pessimists” (24%): with no experience and (hence) not willing 
to join - They form the second-strongest group and answered in the previous-
ly described paradoxical way and often called "no one cares" and "no time" 
as possible obstacle grounds. This group is likely to be targeted through de-
tailed information work for health promotion activities. 
 The “experienced optimists” (16%): with experience and (therefore) ready for 
further participation - They make a large part of the 40 responses to already 
existing measures and seem to be so satisfied with the past so far that they 
would participate in further measures. 
 The "disappointed" (8%): with experience and (therefore) the lack of willing-
ness to further participation. - The relative low percentage is not necessarily 
against the acceptance of the measures; because it is not clear whether other 
reasons (e.g. family circumstances) were decisive. These MFAs also replied 
in the paradoxical manner described above. In particular, the proposed 
measures for the promotion of movement and nutritional advice did not ap-
pear in the open responses of this group. 
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The following subsection examines, inter alia, whether there are different preferences 
for the individual programs proposed for the group of "experienced" and "willing". 
5.2.3 Preference profile to programs of movement promotion 
Taking all five proposed activities together, the acceptance of “movement promo-
tion” is good. Following Table 17 the most popular health promotion activity with 
60% of the nominations would be the support of private activities like fitness or yo-
ga. This is not a surprise, because the employee could keep on their private sports 
and get a part of it paid. This acceptance could be used to motivate employees who 
do not take sports at home to start with it. The next activities are closer together: 50% 
would join training at home and 45% a daily training program in the office. Training 
with a step counter or a fitness watch is between these values and is be advocated by 
48%. The "Training within a group of colleagues" with 39% is on the last rank.  
In order to gain a deeper insight into the preference structure of MFAs for movement 
promotion programs, the Likert (1932) scales (1 for "yes" up to 5 for "no") were 
evaluated for each proposed activity by age group. 
The following table shows this as an example for the activity "Training at workplace 
(max. 10 min)". Prior to the evaluation, it was ensured that the ticks were not created 
by chance or by arbitrary ticking. For this purpose, the two null hypotheses "The 
Likert (1932) scale values for training at workplace are equally distributed" as well 
as "The Likert scale value for training at workplace are normally distributed" were 
tested for significance. Equally distributed would mean that each of the five values 
would be about the same number, i.e. about 20%, the answer would be "diced". 
Normal distribution would mean that the participants most often cross the mean val-
ue (3 - neutral) and the extreme values  (1 - yes and 5 - no) do not. 
The null hypotheses for normal distributions can be discarded (p < 0.1%) so that the 
counter hypotheses "The answers are not normal distributed" are confirmed as "high-
ly significant". The null hypotheses for uniformity distribution are rejected for 
"sponsored activity", "training at home" and "step counter or fitness-watch" with 
p < 0.1%, so that the counter hypotheses "The answers are not equally distributed" 
are also as "highly significant" are accepted. The p-value of 1.6% for "Training with-
in a group of colleagues" and the p-value of 2.2% for "Training at workplace” means 
that the counter hypotheses are classified as "very significant". 
The following table shows the 5 age groups in the columns. The last column contains 
the sum, the average or the standard deviation (SD) depending on the line. The first 
line shows how many responses for the "Training at workplace" measure was applied 
to the "yes" in the respective age group, For example 10 in the age group 36 to 45 
years. At the end of the line the sum is indicated. The lines for the different values of 
the Likert scale are followed by the total line for the selected activity, here "Training 
at workplace". For example, that this measure was answered by 57 participants of the 
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age group 18 to 25 years. The following is a line with the average values for the re-
spective age group. The average value is given by the Likert (1932) scale. It should 
be noted that a smaller average value means a higher preference. An average less 
than “3 – neutral” means that the preference for the measure tends to be "yes". In the 
example, the "training at workplace" measure is most preferred by the age group "56 
to 65 years". The average of all age groups - here 2.6 - is entered in the last column. 
The last line shows, how much the average of the age group deviates from the total 
average of the group up or down. In the example, the measure is rated above average 
with a good -0.7 deviations from the age group "56 to 65 years". 
Age groups /  
Likert scale 
18 to 25 
years 
26 to 35 
years 
36 to 45 
years 
46 to 55 
years 




1 – yes 11 5 10 7 4 37 
2 - rather yes 14 4 8 10 3 39 
3 – neutral 21 11 14 5 3 54 
4 - rather no 7 9 8 8 0 32 
5 – no 4 1 7 4 0 16 
Training at workplace 57 30 47 34 10 178 
Average 2.6 2.9 2.9 2.8 1.9 2.6 
Deviation 0,0 0.3 0.3 0.2 -0.7 0.4 
Table 27: Preferences and age groups for “Training at workplace” 
The illustration of the table as a bar chart shows again clearly the different assess-
ment of the measure by age group. While it is most favoured by the oldest group of 
people, the other age groups tend to prefer it less favourably. 
 
Figure 22: Differing preferences between the age groups 
Such preference profiles can be applied for each of the proposed measures for the 
promotion of movement. If the deviation is not attributed to the overall average of a 
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measure (2.6) but to the average for all measures (2.7), the overall profile is differen-
tiated according to type of measure and age group.  
 
Figure 23: Preferences for the different measures of movement promotion and age 
groups 
5.2.3.1 Training in a group with colleagues 
As already known, this offer is the most unpopular (average: 2.9 - standard deviation: 
0.2). It is the only measure that tends to "rather no" in all age groups. The age group 
26 to 35 is the most disinclined. One possible explanation is that it rather avoids 
sports activities in an age-mixed group. For this explanation, the same group prefers 
the sponsored activities most strongly. 
H0: The preference value of the age group 26 to 35 for the measure "Training 
in a group with colleagues" does not deviate from the other age groups. 
The hypothesis test discards the null hypothesis (p<5%) so that the hypothesis can be 
assumed to be significant. 
In terms of experience, the measure is more likely to be statistically highly signifi-
cant (p<1%) of experienced MFAs (average 2.6) rather than inexperienced (average 
3.0). 
As is to be expected, the preference of MFAs, which have indicated their general 
willingness to participate in health-promoting measures, tends to be better than for 
the "unwilling" (average 2.6 resp. 3.6) 
5.2.3.2 Step counter or fitness-watch 
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This training program is also perceived as being below average by almost all age 
groups (average: 2.9 - standard deviation: 0.3). The significant deviation in the age 
group is strikingly 56 to 65 years, while all other age groups evaluate this training 
form almost equally. A possible explanation would be that the older MFAs are not 
accustomed to using training measures with timings. As the hypothesis-test show the 
null hypothesis 
H0: The preferences of the age groups 46 to 55 and 56 to 65 do not differ 
can be rejected at a high level (p = 3.7%). Since the age group 45 to 54 shows a very 
slight deviation direction to "rather yes", the following null hypothesis  
H0: The preference value of the age group 46 to 55 for the measure "Step 
counter and Fitness-Watch" does not differ from the other age groups. 
was also tested. If you do not want to be satisfied with a confidence level of 90%, the 
p-value of 8% is not sufficient to reject the null hypothesis. 
Under the aspect of "experience", the measure is more likely to be statistically highly 
significant (p <1%) by inexperienced MFAs (average 2.8) rather than by experienced 
(average 2.9) 
As is to be expected, the preference of MFAs, which have marked their general will-
ingness to join health-promoting activities, tends to be better than that for the "un-
willing" (average 2.5 resp. 3.4). 
5.2.3.3 Sponsored activities 
This offer is most preferred by all MFAs and is uniform across all age groups with 
the lowest standard deviation compared to the other offers (average: 2.4 - standard 
deviation: 0.1). Since the middle age groups showed the highest approval in this of-
fer, it was tested whether these values are statistically significant. 
H0: The preferential value of age group 26 to 45 for the "Sponsored activities" 
measure does not differ from the other age groups. 
The significance level of 95% shows that the thesis cannot be rejected or accepted. 
In the "experience" aspect, there is no significant (p>5%) difference in the preference 
estimation between MFAs with (average 2.3) and without experience (average 2.4). 
As is to be expected, the preference of MFAs, which have indicated their general 
willingness to join health-promoting activities, tends to be better than that of the 
"unwilling" (average 2.1 resp. 3.1). 
5.2.3.4 Training at home 
This offer is the second most popular offer. Remarkable are the slight deviations both 
upwards and downwards (average: 2.6 - standard deviation: 0.2). At least this offer is 
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at least preferred by the youngest age group. In this context, the basic principles of 
younger people may be that they do not want their leisure time to be influenced by 
company initiatives. 
H0: The preference value of age group 18 to 25 for the "Training at home" 
measure does not differ from the other age groups. 
tested. The significance level of 13.5% shows that the thesis cannot be rejected or 
accepted. 
In the "experience" aspect, the measure is statistically highly significant (p <1%) of 
experienced MFAs (average 2.3) more preferred than of inexperienced (average 2.8). 
At 0.5, the range is greatest in the preference evaluation. 
As was to be expected, the preference of MFAs, which have struck their general 
readiness for health promotion measures, tends to be better than that for the "unwill-
ing" (average 2.5 resp. 3.3) 
5.2.3.5 Training at workplace 
This offer polarizes most. It has the largest span with -0.6 up and +0.2 down (aver-
age: 2.6 - standard deviation: 0.4). In their approbation the oldest group and the 
youngest group agree, albeit to varying degrees. Here, too, the basic principle could 
be expressed that the leisure time should not be influenced by company initiatives 
and that what can be done at the workplace should also be done there. 
H0: The preference value of the youngest and oldest age group for the "Train-
ing at workplace" measure does not differ from that of middle age groups. 
The hypothesis test confirms the contra hypothesis with p <1% as very significant. 
In the "experience" aspect, the measure is more likely to be statistically highly signif-
icant (p <1%) of experienced MFAs (average 2.5) rather than inexperienced (average 
2.8). 
As was to be expected, the preference of MFAs, which have marked their general 
readiness for health-promoting measures, tends to be better than that for the "unwill-
ing" (average 2.5 resp. 3.2) 
5.2.4 Preference profile to programs of nutrition counselling 
Following Table 20 the activities for “healthy snacks/food at work” are the most 
popular among in the group of nutrition (84% approval with “yes” or “rather yes”). 
Afterwards all other nutrition activities are under 50% acceptance. The next activity 
in the list is a “single meeting with a nutrition consultant” (47%) or a group meeting 
(34%). The lowest preference is reached by an “Internal session with a physician 
from the medical office” (26%).  
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The meeting of a nutrition consult within a group was voted with only 34% which 
can be interpreted as denial. An explanation may be that the MFAs do not want to 
discuss their nutrition or potential problems of overweight in a group with col-
leagues. These activities may be more cost effective because only one nutrition con-
sultant must be paid for a group meeting. The acceptance is low and there is no hint 
in the literature review that in this case group sessions are more effective. The study 
“Incentives for smoking cessation.“ (Cahill, Hartmann-Boyce et al., 2015) found 
evidence that team meetings could have a positive effect, but there is no proof that it 
could be transferred from smoking to addiction or overweight.  
The last suggested activity “Internal session” is most unpopular within the multiple-
choice questions. It seems that the MFAs do not want her/his employer, in this case 
the medical physician as consultant for nutrition. This could have several reasons e. 
g. they do not want to talk to their employer about personal health or they do not 
trust in the qualification: Generally, a medical physician needs an additional qualifi-
cation for nutrition consulting or must visit special education events. The German 
association for physicians provides rules for nationally standardised advanced train-
ing regulations and physicians can make the certification for nutrition consulting. 
Compared to the area of movement, general practitioners on the topic of "nutrition" 
have less consultancy competence. According to Figure 3, 42% of the general practi-
tioners estimate their expertise in "physical movement" very well, while the rate for 
“nutrition counselling” is only 37%. 
However, for all nutrition activities the employer has to invest money to provide an 
activity. Beside the health management aspect, the offer of healthy food and nutrition 
consulting could help to motivate employees. The studies with suggested activities 
which were identified in the literature review are not very clear about what explicit 
activity will have a positive effect. The World Health Organisation (Engbers, 2007) 
argues that workplace programs for improving eating conditions are generally ac-
companied by positive effects, even though these effects are moderate. Through nu-
trition consulting or fruits, the employee’s consumption of fruit, vegetables, and fat 
could be influenced. Consultants or other informational strategies can encourage the 
consumption of healthier food and to provide healthier food during working hours 
can be a positive contribution. The research “A site-specific literature review of poli-
cy and environmental interventions that promote physical activity and nutrition for 
cardiovascular health: what works?“ (Matson-Koffman, Brownstein et al., 2005) 
states that there is strong evidence in this context. However, the employees would 
prefer fresh and healthy snacks at work. For the employer, this will cause higher 
costs, but it helps to improve the health management and is accepted by the employ-
ees. Additionally, the workplace conditions are improved. 
In order to gain a deeper insight into the preference structure of MFAs for programs 
of nutrition counselling, the Likert scales (1 for "yes" up to 5 for "no") were evaluat-
ed for each proposed activity by age group. 
Doctorate in Business Administration  157  
 
DBA Cedric Ballin  
As with movement promotion programs prior to the evaluation, it was ensured that 
the ticks were not created by chance or by arbitrary ticking. For this purpose, the two 
null hypotheses "The Likert scale values for weight reduction and change of nutrition 
activities are equally distributed" as well as "The Likert scale value for weight reduc-
tion and change of nutrition activities are normally distributed" were tested for sig-
nificance.  
The null hypothesis for normal distributions can be discarded (p < 0.1%) so that the 
counter hypotheses "The answers are not normal distributed" are confirmed as "high-
ly significant". The null hypothesis for uniformity distribution is rejected for "healthy 
snacks" with p < 0.1%, so that the counter hypotheses "The answers are not equally 
distributed" is to assume. The p-value of 0.5% for "single session with external con-
sultant" means that the counter hypotheses is classified as "very significant". The 
“internal session” with a p-value of 1.7% is also to be rejected. Only in the case of 
"group meeting with a nutrition consultant" cannot be excluded at the level of signif-
icance of 5% that the answers are equally distributed, that is, they may have hap-
pened randomly. 
The proposed activities for weight reduction and change of nutrition are less popular 
than the measures for the promotion of movement, except "healthy snacks”.  
 
Figure 24: Evaluation of the Likert scale for all proposed activities 
For the bar chart the weighted averages were calculated for each activity. The popu-
larity on the Likert Scale ("yes" to "no") can be read directly from the entered lines. 
Average values better than "rather yes" were dark green. Better than "neutral" was 
lime green coloured and values under "neutral" were pale red. In order to indicate 
possible variations over the age groups, each column was supplemented by the sim-
ple standard deviation. (Approx. 95% of all values are within ± 2 SD). 
The bars on the left of the diagram contain the food-related activities. In attractive-
ness, they are clearly below the movement-related activities on the right side. In or-
der to find possible causes, a preference profile was created by age group for the ac-
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tivities. The following figure enables to find possible differences in preference de-
pending on age. 
The preference profile (Figure 25) shows in the bars the deviation of the age group 
average from the average of the activity. Thus, the age group 56-65 assesses all nutri-
tional activities on average with 2.2. The "Healthy Snacks" activity is rated better by 
this age group by -0.9, i.e. by 1.3. 
5.2.4.1 Healthy snacks 
Across all measures and all activities considered, "Healthy Snacks" is rated by the 
age group 56-65 years with 1.3 the best result at all. (1.0 would be the theoretical 
maximum). This may be since with increasing age many people recognize the value 
of healthy nutrition. Yet statistically significant is the null hypothesis 
 H0: The preference value of the age group 56 to 65 for the "Healthy Snacks" 
measure does not differ from the other age groups. 
with a p value> 5% not, so that the null hypothesis can neither be rejected nor con-
firmed. 
 
Figure 25: Preferences for the different measures of weight reduction and change of 
nutri tion and age groups 
Under the experience aspect, there is no significant (p>5%) difference in the prefer-
ence estimate between experienced MFAs (average 1.7) and inexperienced (average 
1.7). 
As was to be expected, the preference of MFAs, which have marked their general 
readiness for health promotion measures, tends to be better than that for the "unwill-
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ing" (average 1.5 resp. 2.0). The relatively high value despite the lack of willingness 
and the relatively small distance to the "willing" shows that rather unmotivated em-
ployees can possibly achieve a direct benefit by concrete measures which promise a 
direct benefit. 
5.2.4.2 Nutrition consulting internal single 
So extremely positive is the age group 56-65 for the "healthy snacks", the rejection 
of this age group is so extreme for internal advice on weight reduction and nutritional 
change. With 4.1, none of the other measures in any age group is poorer. This may 
be since increasing weight and other health problems are not discussed with the phy-
sician in his/her own practice, as his role as an employer is generally viewed as 
weighing strengths and weaknesses. However, this null hypothesis 
H0: The preference value of the age group 56 to 65 for the "Internal consult-
ing" measure does not differ from the other age groups. 
with p>5% is also statistically not significant, so that the null hypothesis can neither 
be rejected nor confirmed. 
From the aspect of "experience" can the null hypothesis 
H0: The preference value for MFAs for the "Internal consulting" measure shows no 
difference between experienced and inexperienced general practitioners' practices 
be rejected at a high level of significance with p<1%. The counterhypothesis 
H1: The preference value for MFAs for the "Internal consulting" measure shows dif-
ferences between experienced and inexperienced general practitioners' practices. 
is hereby confirmed. The data analysis shows that inexperienced employees (3.5) 
clearly reject this offer rather than experienced (3.1). 
As was to be expected, the preference of MFAs, which have indicated their general 
willingness to join health-promoting activities, tends to be better than that for the 
"unwilling" (average 3.2 resp.) 
5.2.4.3 External nutrition consulting single session 
As can be seen from the preference profile, the assessments of the individual groups 
do not significantly differ from each other. 
Under the experience aspect, there is no significant (p>5%) difference in preference 
between experienced MFAs (average 2.8) and inexperienced (average 2.8). 
As was to be expected, the preference of MFAs, which have marked their general 
willingness to join health management activities, tends to be better than that of the 
"unwilling" (average 2.4 resp. 3.4). The relatively great difference in the assessment 
suggests that there may be reservations about individual discussions, as health and 
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nutritional habits are more likely to be attributed to privacy than to the operational 
sphere.  
5.2.4.4 External nutrition consulting group session 
As can be seen from the preference profile, the assessments of the individual age 
groups do not differ significantly. 
In the "experience" aspect, there is no significant (p>5%) difference in the preference 
estimation between experienced MFAs (average 2.9) and inexperienced (average 
3.2). Since the p-value is 6%, the counterhypothesis would be at a confidence level 
of 94% accepted. 
H1: The preference value for MFAs for the measure "external consulting group ses-
sion" shows differences between experienced and inexperienced general practitioners’ 
surgeries. 
At the same time, inexperienced MFAs (3.2) tend to rate worse than experienced 
(2.9) 
As was to be expected, the preference of MFAs, which have indicated their general 
willingness to participate in health-promoting measures, tends to be better than that 
for the "unwilling" (average 2.9 resp. 3.6). 
5.2.5 Preference profile to programs of vaccination 
Vaccination awareness in the general practitioners’ surgeries is very high. 89% of 
MFAs regularly check their vaccination status. The vaccines in general are the best 
accepted activity with a ratification of 88% for the question “Would you join a vac-
cine program at work?” Regular vaccinations are made in the private life of 75% of 
MFAs. For detailed data see Table 21 to 24. 
A very high percentage are already checking their vaccines status or use vaccines 
regularly. The high percentage shows the fundamental support for the vaccines in 
this employee’s group. 
As mentioned above the area of vaccines is discussed by some groups very emotion-
al. This may explain the extreme difference. Based on the evaluation of the question-
naire the number of participants who use the open question was significantly lower 
than the number of answered multiple-choice questions. 
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Figure 26: Vaccination status of the MFAs 
There was no multiple-choice for the kind of vaccines. Every participant who wrote 
TBE vaccine or the flu vaccine needed to know that these vaccines are existing and 
remembered the name und wrote it down instead of making a tick. It is likely that 
this reduced the number of tick/comments. In the open question about six partici-
pants explicitly denied the flu vaccine, this would be a hint that especially this vac-
cine is not accepted and that it is not a problem of the questionnaire or its structure.  
 
Figure 27: Kind of vaccines 
For health management programs the high acceptance and usage can be an advantage 
because the acceptance of vaccines could help to raise the rates of flu vaccines which 
reduce the absence days (Institut für betriebswirtschaftliche Analysen, 2012) and 
improve the health management. In opposite to the activities for more movement and 
improved nutrition the vaccine could be a punctual action once a year. 
The challenge could be that the flu vaccines are a yearly vaccine and the employer 
has to motivate the employees every year. The open questions were used by three 
participants to deny the use of flu vaccines. An effect of this could be that the ac-
ceptance of this special vaccine is low. However, following the literature review the 
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flu vaccine is the most effective vaccine for reduction of absence days and the im-
provement of general health management. Another remarkable aspect is that the level 
of vaccines usage is very high in private life and at work. Nearly all participants who 
ticked “yes” for private ticked also “yes” for the support of vaccine campaign within 
the organisation. 
The vaccine-related null hypotheses  
H0: The regular, up-to-date use of the vaccination offer by the MFAs is independent of 
age. 
H0: The willingness of the MFAs to be vaccinated by the employer is independent of 
age. 
H0: The regular check of the vaccination status of the MFAs is independent of age. 
were tested for significance. None of the three null hypotheses could be rejected. It 
appears that age and vaccination behaviour are not associated with the age group of 
MFAs. 
The same applies to the null hypotheses, which are based on experience with health 
management and general willingness to participate in activities. The vaccination be-
haviour seems to be independent of this. 
This is different with the null hypotheses on the vaccine-related questions: 
H0: The responses to regular vaccination and willingness to be vaccinated in practice 
are equally distributed. 
H0: The responses to regular vaccination and the private verification of vaccination 
status are equally distributed. 
H0: The responses to the willingness to be vaccinated in practice and the private veri-
fication of the vaccination status are equally distributed. 
All null hypotheses can be statistically significantly rejected; it cannot be concluded 
from the fact that some MFAs will not be vaccinated in their own surgery that they 
can neither check their vaccination status nor can they be vaccinated regularly. 
5.2.6 Acceptance of further health management activities 
So far, the preferences on the nine "standard" measures have been examined. The 
aim of this subsection is to examine the replies to the open questions to examine 
whether further measures proposed by the MFAs should be included in addition to 
the measures proposed in the literature. 
The general acceptance of health management is the basis to motivate employees to 
take part in health management activities. After the general acceptance, the ac-
ceptance of single activities is important. As mentioned above several participants 
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did tick “no” at the question “Would you join a health management program”. Af-
terwards they ticked several activities they would like. This could mean that an at-
tractive health management activity could lead to employees to take part. This could 
motivate employees who do not “like” health management. An employer cannot 
force employees to take part in these activities, but the activities could be so attrac-
tive that they are used on a voluntary basis.  
The results from the open question provide the activities, which were written down 
without any suggestion. It has the disadvantage that the number of comments is less 
compared to the number of ticks at the multiple-choice question.  
The following table is based on Table 10 and summarizes the answers to the open 
questions supplemented by the percentages. In the questionnaire, the open question 
about which health management activities the participant would join was positioned 
before the multiple-choice question. This is relevant, if participants completed the 
questionnaire in a hurry, they would have written their prioritized activity in the open 
questions and afterwards marked it in the multiple-choice question. 
There results from the open questions are partly coherent with the result from the 
multiple-choice questions. Therefore, nutritional, fitness and vaccine-related 
measures are not dealt here separately. The by the grey font marked activities are not 
included in the list of activities which are provided in the multiple choices question.  
Are there activities 
tioner’s surgery? If 
for health management in your 
“yes” what kind of activity? 
general practi-
 Total  Percentage 
Check up 12 30% 
Vaccine 14 35% 
Nutrition advice 5 12.5% 
Healthy food 3 7.5% 
Office chair for the back 1 2.5% 
Fitness 3 7.5% 
Vitamin infusion 2 2% 
Total 40  
Table 28: Choice of activities in open questions  
As described in subsection 5.2.2, check-ups are included in the conventional treat-
ment programs and, as indicated in subsection 2.2.3, are not included in the primary 
prevention measures. They are part of the secondary prevention measures and should 
therefore not be included.  
The “Office chair for the back” was only mentioned by one participant. Following 
the research “Effectiveness of participatory ergonomic interventions on health out-
comes: a systematic review“ (Rivilis, van Eerd et al., 2008) single actions like buy-
ing ergonomic office chairs do not lead to an improved health management. A sys-
tematic method is needed. The ergonomic chairs are only mentioned by one person. 
That does not justify adoption of a general recommendation. 
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Whether vitamin infusions can generally be recommended to a large audience, or 
whether possible side effects make this seem not advisable, is discussed in medical 
circles and non-medical circles. For this reason, and because here again the number 
of entries is far too small, the list of recommended measures has not been extended 
by this point. 
Overall, the open questions did not lead to any broadening of the proposal list. 
5.2.7 Preference profiles to combined programs 
The nutrition could be combined with activities for movement. However, the activity 
programs need to be seen in a wider context including the general area of weight 
reduction. There are no studies, which confirm a direct link between physical activi-
ties and lower absent days. The link between movement and weight reduction shows 
the influence on the absent days. Movement has a positive influence on being over-
weight, which has an influence on the absent days (Laaksonen et al., 2009) but this 
connection is only indirect. 
The study “How do physical activity, sports, and dietary restraint relate to over-
weight-associated absenteeism?” (van Strien and Koenders, 2010) endorse this link. 
Health management programs, which focus on promoting the physical activities, 
combined with other actions could reduce overweight of their employees. In this 
linkage, the packages of different activities in health management can be successful. 
To find out which combinations of measures were acceptable or rejected, the data-
base with the questionnaires was evaluated as follows: 
All of the 5 movement-promoting measures were combined with the 4 food-
promoting measures. This results in a table with 20 entries containing all con-
ceivable two combinations. A single table field contains a certain combination 
– e.g. “Training at home” and “Internal nutrition advice”. 
The database has been searched for entries that have a value of "1" or "2" on 
the Likert scale (“yes” or “rather yes”), both in "Column" activity and "Row" 
activity. This entry was then counted as "Yes". 
Table 29 shows the number of approving entries per measure combination.  
In order to obtain a clear overview, the denominations were converted into percent-
ages and displayed as a bar chart (Figure 28). 
The most popular combination of measures is therefore "Sponsored activities - 
Healthy snacks at work" with a clear distance from all other combinations. The least 
popular is the combination "Training at workplace - internal single consulting". It is 
a clear sign that measures taking place in the own medical practice are not so popu-
lar. 
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Training Training at Sponsored Step coun- Training Sum 




32 33 42 29 34 170 
External single 
consulting 
38 47 57 48 37 227 
Internal single 
consulting 




69 77 98 74 65 383 
Sum 160 181 222 173 160 896 
Table 29: Combination of  measures with consent 
 
Figure 28: Approbation for measure combinations  
If the "healthy snacks" measure is based on fundamental considerations, e.g. costs, 
not offered, the combination "Sponsored activities - External single consulting" is 
seen as the strongest preferred combination. 
Furthermore, the ranking of a nutritional measure cannot be changed by the combina-
tion with a movement measure. For example, e.g. "External single consulting" (rank 
2) is more popular than "External group consulting" (rank 3). No matter which 
movement measure "external group consulting" is combined, the rank does not 
change. 
To check whether the refusal behaves in a mirror-like manner, the above-mentioned 
database query was carried out analogously with the values 4 and 5 on the Likert 
scale ("rather no" and "no"). The values converted into percentages are shown in the 
figure. 
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Figure 29: Rejection of action packages 
In wide areas, refusal and consent are reflected in a mirror image. Thus, the combina-
tion with the lowest preference is also the combination with the strongest rejection. It 
is therefore recommended for a physician who wants to start a health program and 
plans to do so with internal counselling and training with colleagues has to realize 
resistance. 
It is also clear from the "refusal" diagram that group-specific activities are more dif-
ficult compared to individual support. The combination of "external group nutrition 
consulting - training with colleagues" is one of the most unpopular. 
Finally, the research examined the extent to which a program combination of the ten 
proposed measures can be found for each MFA which will be accepted. A program 
combination is a package of vaccination in the workplace, a movement program and 
a nutrition program. The database with all questionnaires were evaluated and classi-
fied each package as follows. 
very suitable 
The MFA has evaluated at least one of the exercise programs with 1 on the 
Likert scale ("Yes") and at least one of the nutrition programs with 1. 
suitable 
The MFA has assessed at least one of the exercise programs with 1 on the Lik-
ert scale and at least one of the nutrition programs with 2. The vaccination pro-
gram at the workplace is accepted. 
or 
The MFA has evaluated at least one of the exercise programs with 2 on the 
Likert scale and at least one of the nutrition programs with 1. The vaccination 
program at the workplace is accepted. 
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not suitable 
The vaccination program at the workplace was not selected and all the no-two 
combinations were rated higher than 3 ("neutral"). 
All questionnaires (N=194) were evaluated with this classification. As the following 
figure shows, about 24% would find a "very suitable" health program in which they 
would participate. A further 66% would find a suitable offer. In sum, therefore, al-
most 90%. For the remaining 10% it would be necessary to examine the obstacles to 
participation. 
 
Figure 30: Suitability of combined programs 
 
5.3 Summary of results 
The following points summarize the research findings of the MFA Survey. 
They contain the essential hypotheses and show the contribution to knowledge for 
the area "Preference profile of German MFAs in general practitioners' surgeries to 
activities promoting personal health potentials". 
Moreover, the research question 
2. Which of these measures (which indicate a strong link between measures of health 
promotion and a direct result in reduction of absenteeism) are already practised and 
which are preferred by the staff of the general practitioners’ surgeries? 
is answered: 
 The MFA survey confirms that the MFA profession is a typical women’s oc-
cupation, which is recognizable by the high proportion of women (98%).  
168    
DBA Cedric Ballin 
 Compared to the working women the MFAs are significantly younger (36 
years compared to 44 years). The age structure with two large age groups 
(18-25 years and 36-45 years) is atypical compared to the working women 
with the dominant age group 46 to 55 years. 
 The percentage of general practitioners’ surgeries with health-promoting ac-
tivities is higher than that of SMEs. 26% of general practitioners practice 
health management activities. Vaccination programs with 35% are the top 
priority, followed by a healthy nutrition (20%) and fitness (8%). 
 With 63% the willingness to participate in health promotion measures is high. 
It is statistically significantly dependent on the age group. The group of mid-
dle-aged MFAs (36 to 45 years) shows the highest proportion of non-
attendance both relatively and absolutely. 
 The MFAs can be divided into four groups according to their willingness and 
experience. The group with "no experience" but "willingness to participate" 
has the largest share (51%), whereas the group with "experience" but "not 
willing to participate" has the least share (8%). 
 The consent rates for the five proposed programs for the promotion of move-
ment vary between 60% and 38%. The most popular are "sponsored activi-
ties", the weakest is "training in a group with colleagues". In the overall pic-
ture the preferences for activities and the five age groups are independent of 
age. Statistically significant, the following peculiarities can be observed: 
- "Training within a group with colleagues" is significantly less preferred 
by the age group 26-35 years than in the other age groups 
- "Step counter and Fitness-Watch" are clearly not desired by the age 
group 56 to 65 years. 
- "Training at workplace" is significantly more preferred by the age 
group 56 to 65 years than in the other age groups. 
 Under the aspect of "experience", all measures of promotion of movement, 
apart from "sponsored activities", are more likely to be preferred by experi-
enced MFAs than by inexperienced MFAs. 
 The approval rates for the four proposed programs for weight reduction and 
nutrition change vary between 84% and 26%. Most MFAs prefer "healthy 
snacks/food at work" most, and the "internal session with a physician from 
the medical office" weakest. In the overall picture, the preferences for all ac-
tivities and the five age groups are independent of the age. Statistically signif-
icant, no peculiarities can be observed. 
 From the point of view of "experience", the measure "internal session with a 
physician from the medical office" is more preferred by experienced MFAs 
rather than by inexperienced ones. At a slightly lower level of significance 
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(6%), this also applies to the “group meeting with a nutrition consultant” 
measure. 
 As was to be expected, the preference of MFAs, which have marked their 
general willingness for health promotion measures, tends to be higher than 
that for the "unwilling" MFAs. 
 The vaccination status is at an elevated level in general practitioners' surger-
ies. A vaccination program offered by the surgery finds the highest rate of 
consent at 88%. Potential upside would still have the annual flu vaccination. 
The openness to vaccination is independent of age, previous experience 
and/or general willingness to participate in health management activities. 
 The suggestions made by the MFAs on the measures of the primary preven-
tion do not go beyond what is found in the literature. 
 The most preferred combination with a movement and a nutritional program 
is "Sponsored activities (Fitness, Yoga...)" with "Healthy snacks/food at 
work". The least coveted combination of measures is "Training within a 
group of colleagues" with "Internal nutrition consulting with a physician from 
the medical office." 
 In the combination of 1 vaccination, 5 movement and 4 nutrition programs, 
90% find an offer to which they can say "yes". 10% cannot find a vaccination, 
nutritional and movement offer, to which they clearly agree. 
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6. Research findings for the development of a priority concept 
The findings of the MFA survey, as presented in the previous chapter, are of crucial 
importance for the introduction of health management activities, as the acceptance 
and the resulting motivation are decisive for the success. Section 1 shows how these 
results are used for scoring. With effectivity and cost level two further stakeholder 
interests are added to the employee perspective.  
Effectivity is the qualitative stakeholder perspective on the proposed measures. Since 
MFA primary prevention activities always involve a health aspect, the general practi-
tioner should be included as specialists in his/her role as a physician. In section 2, 
besides the results of the literature review, the assessments of general practitioners 
are considered, as they result from the qualitative interviews. 
The cost level represents the manager and owner's perspective on general practition-
ers’ surgeries. The physician in his/her role as owner and manager is interested in 
economic success. The proposed measures may have been accepted by employees 
and tested for their effectiveness, but a balanced decision should include the cost 
perspective. This is the topic of section 3.  
 
Figure 31: Multi-criteria decision-making model: Scoring the decision criteria 
An assessment of the expected costs and an assessment of the effectiveness are there-
fore made for each of the ten recommended measures. With these inputs, the creation 
of a priority list is then made in section 4 in accordance with the multi-criteria deci-
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sion-making model presented in Figure 2. The priority list generated with the M-
MACBETH software (Bana e Costa, De Corte et al., 2014) shows a ranking of all 
measures considering all three decision criteria, thus presenting the most favourable 
activities. Moreover, comparative considerations are made in this section, if only one 
or two of the dimensions of the decision are put into focus. This may be important in 
the implementation. 
A sensitivity analysis and a robustness check are carried out in section 5 with the aid 
of the M-MACBETH software (Bana e Costa, De Corte et al., 2014). This is done to 
check the order of the priorities for the case of changes and insecurities in weighting. 
Subsection 4.3.7 sets out hypotheses that cover both the behaviour of MFAs in terms 
of other perspectives and the relationship of decision criteria among themselves. Sec-
tion 6 tests these hypotheses and presents correlations. 
For the prioritisation the criteria weighting, the acceptance score, the efficiency and 
the cost level score are needed. Each perspective has an influence on the priority de-
pending on its weighting. The criteria weighting is central for the decision-making 
process. It defines the relevance or the importance of the degree of goal achievement. 
Each criterion and each activity are compared pairwise with each other. In this ana-
lyse three criteria are applied.  
 Acceptance  - weighting in relation 50% 
 Effectivity  - weighting in relation 25% 
 Cost level  - weighting in relation 25% 
Each criterion needs a weighting compared to the other. Together all three perspec-
tives are weighted with 100% in sum.  
6.1 Scoring the acceptance 
The questionnaire gave the primary data for the acceptance. The percentage of ac-
ceptance is used as a score. As described in subsection 4.3.2 the score of 100 points 
which is the maximum on the positive side of the scale is identical with 100%. Zero 
percent is the opposite with zero points as the negative side of the scale. Table 16 is 
used here as a template and Table 17 (activity promotion), Table 20 (weight reduc-
tion and change of nutrition), and Table 23 (vaccines) lead to the entries into the 
scoring table for acceptance. The original envisaged inclusion of further measures 
proposed by the MFAs of primary prevention did not occur after analysis of the qual-
itative responses (5.2.6). Similarly, the inclusion of private vaccination programs did 
not take place, since the proposals mentioned therein are all contained in the standard 
vaccinations customary in Germany, or in the proposal on “Vaccinating programs at 
workplace”. The other measures proposed by the general practitioner in this section 
are a placeholder, which will only be used in subsection 7.3.5 “Adaptation to own 
ideas”. 
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Personal health promotion activities Acceptance 
 Score 
Programs for activity promotion 
- Training at the workplace 45% 
- Training at home 50% 
- Sponsored activity after work 60% 
- Training with step counter or fitness watch 48% 
- Training within a group of colleagues 39% 
Activities for weight reduction and change of nutrition 
- Group session nutrition consulting (external) 34% 
- Single session nutrition consulting (external) 47% 
- Single session nutrition consulting (internal)  26% 
- Healthy snacks/food at work 84% 
Vaccinating programs 
- Vaccinating programs at work 88% 
- Vaccinating in private life no entry 
Further proposed measures 
- Proposed in the MFA survey no entry 
- Proposed by the general practitioner dummy 
Table 30: Scoring the acceptance of personal health promotion activities 
The acceptance of the employees is a knock-out criterion. If the activity is not ac-
cepted by the employees, it could not be implemented. However, no activity was 
totally denied by the employees. 
Before the further proceeding, it is to be examined whether a knock-out criterion is 
present under acceptance aspects, which would exclude one or more alternatives 
from further consideration. This would be, for example, if one of the measures is 
rejected by a majority. 
For example, it would be possible to rule out a measure that would be rated as "rather 
no" or "no" by more than 50%. "Single session nutrition consulting (internal)" would 
be a candidate who just misses the mark. There are just 50% of the negative rates and 
no more than 50%. But it would not make sense to take it from the selection list, 
since the individual general practitioners would be in a position to promote ac-
ceptance among their own employees and thereby receive more approval.  
6.2 Scoring the effectivity 
After the score for the acceptance the score for the effectiveness is needed. This in-
formation concerning the acceptance of employees is combined with the score of 
effectiveness. For this score the relevant data and studies from the literature review 
are categorized and weighted. The weighting is provided by the studies which were 
identified by the author’s research. The results from the literature provide activities 
with proven effect to the health of employees. For the analysis each activity got a 
score for effectiveness which was supplemented by a rating of the interviewed gen-
eral practitioners.  
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For example the „Workplace Physical Activity Interventions: a Systematic Review“ 
(Dugdill, Brettle et al., 2008) found out there is a moderate influence through activi-
ties at work and from the use of step counters’ this weighting of his research gener-
ates 50 points for the training at workplace. The study „How do physical activity, 
sports, and dietary restraint relate to overweight-associated absenteeism?“ (van 
Strien and Koenders, 2010) found evidence that sports leads to reduced overweight 
and in their study a reduction of the absence days could be measured. They did not 
analyse sports during the work time, because of that the proved efficiency for the 
training at the workplace is weighted as low by 25 points.  
The following table includes the relevant studies for each activity and the level of 
influence each activity has. The influence is classified through the weighting the 
study provides for this activity 




Training at the workplace Dugdill et al., 2008 Moderate 50 
van Strien & Koenders, 2010 low 25 
Abraham & Graham-Rowe, 2009 low 25 
Average 33 








ter or fitness 
step coun-
watch 
Dugdill et al., 2008 strong 75 
Abraham & Graham-Rowe, 2009  low 25 




within col- Abraham & Graham-Rowe, 2009 Low 
25 
Average 25 
Table 31: Effectiveness of activity programs 
The next activities are about the nutrition and weight reduction activities. For these 
activities a score is needed, too. In the next paragraphs the weighting for the nutrition 
activities is described.  
The journal article „Are worksite interventions effective in increasing physical ac-
tivity?“ (Abraham and Graham-Rowe, 2009) provide evidence that worksite inter-
ventions have a small positive effect. This effect was weighted for the scoring as low 
effect for all trainings except sports with a pedometer.  
The study „How do physical activity, sports, and dietary restraint relate to over-
weight-associated absenteeism?“ (van Strien and Koenders, 2010) the authors found 
evidence that reduced overweight leads to reduced absent days. They stated that con-
sulting about dieting would help to reduce absent days. The research “Monitoring 
and Evaluation of Worksite Health Promotion Programs - Current state of knowledge 
and implications for practice” (Engbers, 2007) provides evidence that activities 
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against overweight have a positive influence on the health management. It states that 
the overweight is an upcoming problem for the health management. There is no clear 
statement about how strong the effect is. The weighting in the table is low.  
The research „A site-specific literature review of policy and environmental interven-
tions that promote physical activity and nutrition for cardiovascular health: what 
works?“ (Matson-Koffman, Brownstein et al., 2005) has a focus on the health im-
provement by political campaigns and in governmental organisations. There is also a 
part of the research about the positive influence of nutrition activities in organisa-
tions. The authors provided evidence that there is a strong positive influence from 
healthy food at work and moderate influence for consulting and information activi-
ties. 
The journal article “Health-related behaviours and sickness absence from 
work“(Laaksonen et al., 2009) found strong evidence that overweight has a negative 
influence on the absent days. In this article the authors do not provide a suggestion 
for activities which are recommended or tested. Therefore, this article was not in-
cluded in the table. 
The weighting for the activities is summarized in the following table. 






consulting van Strien 
2010 
& Koenders, moderate 
50 
 Engbers, 2007 low 25 
Matson-Koffman 
2005 





consulting van Strien 
2010 
& Koenders, moderate 
50 




et al., moderate 
50 
Average 42 
Nutrition consulting by medical 
doctor from the medical office 
van Strien 
2010 
& Koenders, moderate 
50 
 Engbers, 2007 low 25 
Matson-Koffman 
2005 
et al., moderate 
50 
Average 36 
Healthy snacks/food at work van Strien 
2010 
& Koenders, moderate 
50 
 Engbers, 2007 low 25 
Matson-Koffman 
2005 
et al., strong 
75 
Average 50 
Table 32: Effectiveness score of nutrition programs 
The last part of the questionnaire was about the vaccines. There was robust evidence 
for the use of vaccines during the literature review. The research „Occupational vac-
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cination of health care workers: Uptake, attitudes and potential solutions“ (Little, 
Goodrigde et al., 2015) and the research „Healthcare workers and immunity to infec-
tious diseases“ (Vagholkar, Ng et al., 2008) both provided evidence that vaccine 
have a very strong and positive influence on the absent days. Both do not separate 
employees in hospital and general practitioners’ surgeries. 




Vaccinating program at work Little et al. (2015) strong 100 
 Vagholkar et al. (2012) strong 100 
Average 100 
Table 33: Effectiveness score for vaccine program activities  
With the final scoring for the vaccines the weighting for the effectivity of the identi-
fied activities based on the literature review is completed.  
The following table summarizes all the above results. In the column marked in yel-
low, the measures of the proposed standard measure are shown, the entries for the 







Programs for activity promotion   
- Training at the workplace 3 33% 
- Training at home 1 25% 
- Sponsored activity after work 1 25% 
- Training with step counter or watch 3 50% 
- Training 
   group of 









- Group session nutrition  
   consulting (external) 
3 42% 
- Single session nutrition 
   consulting (external) 
3 42% 
- Single session nutrition 
   consulting (internal)  
3 36% 
- Healthy snacks/food at work 3 50% 
Vaccinating programs   
- Vaccinating programs at work 2 100% 
Table 34: Score of the effectivity of personal health promotion activities 
According to the evaluation of studies, vaccination at the workplace (100%), healthy 
snacks or food at the workplace (50%) as well as the training with step counter or 
fitness-watch (50%) are the most effective measures from the point of view of reduc-
ing absenteeism. 
As with the decision criterion acceptance it is to be examined whether a knock-out 
criterion is present under effectivity aspects, which would exclude one or more alter-
natives from further consideration. This would be, for example, if one of the 
measures has only a very poor indication of effectivity. 
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For the studies, this can be excluded by the procedure in the literature review, since 
only studies which have an effect of the measures on the absence are expressly taken.  
6.3 Scoring the cost level 
The score for acceptance and efficiency are defined. The last missing perspective is 
the cost factor.  
Following the methodology presented in subsection 4.3.4, the score for the cost level 
is calculated. The scoring is based on figures and the qualitative result of moderate, 
no or strong effect is transferred into a ratio 
High cost or high time consuming        0  
Medium cost or medium time consuming    50  
No cost or not time consuming   100  
The cost types to consider are: 
Number of internal employees’ hours 
Number of internal leader (doctoral) hours 
Number of external trainer hours 
Estimated external costs in Euro 
As described in subsection 4.3.4, the application of the multi-criteria decision-
making software M-Macbeth (Bana e Costa et al., 2014) is not so much the absolute 
cost, but the cost relation. So, it is enough to note that "Sponsored activity" causes 
higher external costs than "training within a group of colleagues". Each position gets 
a weighting for the estimated costs for working hours and a weighting for the esti-
mated costs. 
From the aspect of working hours, the three advisory activities are at the highest lev-
el. The second highest category after working hours is the "training within a group of 
colleagues". This is not the cost of the consultant or the physician themselves, but the 
employees who participate in the training. Since several employees are participating 
at the same time and the organization of groups requires a lot of organizational effort 
and time, relatively high costs are incurred, even if the hourly rate of the MFAs is not 
too high. The concept "training at the workplace" assumes that, such as 10 minutes 
of exercise at the workplace, so it costs working time, but there are no side-effects. 
Therefore, the concept is rated "low". All other activities are subject to so few efforts 
that they can be rated as "none" in the overall comparison. 
Options Cost of work- Score Cost Score 
ing hours 
Training 
Training at the workplace Low 75 Low 75 
Training at home None 100 None 100 
Sponsored activity after work None 100 Medium 50 
Training with step counter None 100 Medium 50 
Training within colleagues Medium 50 Low 75 
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Options Cost of work- Score Cost Score 
ing hours 
Nutrition     
Group nutrition consulting (external) High 0 Medium 50 
Single nutrition consulting (external) High 0 Medium 50 
Nutrition consulting by medical doctor from High 0 Low 75 
the medical office (internal) 
Snacks/food at work None 100 High 0 
Vaccines     
Vaccinating program at work None 100 None 100 
Vaccinating at home None 100 None 100 
Table 35: Scoring the cost level  
The "Healthy Snacks/Food at Work" are to be assessed at the highest level in terms 
of external fix or acquisition costs. No matter how the concept is organized, there are 
daily costs that are attributable to this measure. Less costs, but still relatively high, 
are required if external consulting is necessary for nutritional advice. For the spon-
sored activities, which are on the same level "medium", the external costs are fees for 
fitness studios, yoga classes etc. Similar measures are to be evaluated here for "Step 
counter and fitness watch" as they have some extent of equipment, although devel-
opments like mobile apps can be expected to reduce costs. At a low-cost level, activi-
ties are concentrated in the workplace, as this requires a somewhat higher demand 
for space and, in the case of internal consultation, the possible takeover or participa-
tion in course fees for advisory recommendations. The costs for the vaccines are not 
relevant because the standard vaccines are all paid by the health insurances. If the 
physicians vaccinate their employees, they will be paid like vaccinating a normal 
patient. The employees do not have to pay for it. 
Personal 
 




Programs for activity promotion 
- Training at the workplace 75% 
- Training at home 100% 
- Sponsored activity after work 75% 
- Training with step counter or fitness watch 75% 
- Training within a group of colleagues 62% 
Activities for weight reduction and change of nutrition 
- Group session nutrition consulting (external) 25% 
- Single session nutrition consulting (external) 25% 
- Single session nutrition consulting (internal)  37% 
- Healthy snacks/food at work 50% 
Vaccinating programs 
- Vaccinating programs at work 100% 
- Vaccinating in private life no entry 
Further proposed measures 
- Proposed in the MFA survey no entry 
- Proposed by the general practitioner dummy 
Table 36: Building the score of the costs of personal health promotion activities 
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The following table summarizes all the above results. In the column marked in yel-
low, the measures of the proposed standard measures are shown, the entries for the 
blue-marked cost level determinations have been taken from the above table. 
6.4 Generating a priority list  
The section above provides all generated data in a score system. The next step is the 
transfer of these data into the M-MACBETH software (Bana e Costa et al., 2014) to 
analyse them.  
The tables 30, 34, and 36 with the scores for each perspective was used as data basis 
for the following transfer into the software. The transfer started with the three criteria 
and the weighting of each criterion. The software provides the possibly to make a 
consistency check for this weighting. This test was made, and the weightings are 
consistent. This is important because inconsistent data could not be analysed with the 
software. In the next step all the defined activities were put into the options list. 
For a better overview each activity (option) group has the same colour. This has no 
influence on the results it is just made to keep it more optical clear. Each of the three 
groups has its own colour. The nutrition activities are blue, the activity promotion 
options are pink, and the vaccine option is green.  
 
Figure 32: Options and activities list (screenshot) 
The ten options were listed, and the score had to be transferred. Every element got its 
performance from the main score table. The figure shows e.g. the performance of 
“Training at work” on “Acceptance”. 
 
Figure 33: Score as performance indicator for a certain option/activity and decision 
criterion (screenshot)  
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The final table was completed with all scores. 
 
Figure 34: Table of performance (screenshot) 
This was the last step which was needed to start the analysis. All scores can be used 
for the calculation. The final priority list can be calculated by one click on. The 
software calculates the “Overall performance” in relation to all weightings and 
scores. The yellow highlighted column “Overall” of the “Table of scores” is ordered 
from the option with the highest performance to the lowest. Together with the 
column “Options” the both columns form the “Priority list”. 
The other columns contain the decision criteria. In each line, the performance on the 
individual decision criteria is displayed as well as the overall performance. The 
overall performance results as the weighted average of the individual performances. 
The weights used here are in the last line.  
 
Figure 35: Priority list (screenshot) 
With an overall performance of 94%, vaccination programs are clearly ranked 1; they 
are therefore to be realized with highest priority. This final list could directly be used 
by general practitioners’ surgeries to improve their health management. This will be 
discussed in the next section.  
The vaccines have the best score in every criterion group. It does not matter how the 
criterion are weighted between each other, if the option is on the first place at all cat-
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egorise it will be on first place at the final ranking. The very high acceptance com-
bined with no cost and strongly proved efficiency seems invincible. The distance 
between the vaccines with a score of 94 to the second place “healthy food at work” 
with a score of 66.5 is acceptable for this research. Compared to all other activities 
this is the widest distance. All other options are closer to each other. 
The healthy food at the second position is a surprise. The rating for the costs is high 
but the employees prefer this option. The general practitioner needs to decide if this 
option is possible or if the costs are too high. A supported program for training at 
home could be a cheaper alternative.  
Nearly with the same score, the financial supported activity at home has the next 
position. Generally, the movement promotion options are close together. The training 
with colleagues is below the other activity promotion options. The block of worst 
rated options is the area of nutrition consulting. They are all positioned in the last 
third of the list. However, these activities are still activities with a proven effect, and 
it is much better to implement these activities than activities with no effect. All these 
options can be used for the improvement of health management. 
To be able to better compare the scores of the options in the individual decision-
making criteria, the above list of priorities was presented with the software MS-Excel 
in a three-dimensional decision space.  
 
Figure 36: Priority list in a 3D-overview 
On the x-axis, the overall performance is entered for the decision criterion “Cost lev-
el”. The higher the performance, the lower the cost level. The y-axis, which runs 
from the front to the rear in the depth, contains the performance for the criterion of 
“Effectivity”. The up-going z-axis is provided for the scoring of the “Acceptance”. 
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For each option, the three values for cost (x), effectivity (y), and acceptance (z) show 
a unique point that indicates how the option is relative to other options. For each op-
tion, a column is entered at the respective point. The height of the column corre-
sponds to their acceptance score. Thus, the column for vaccinations, coloured green 
as above, stands at the rear right to 100 (most favourable cost level) and 100 (highest 
efficiency). The height of the column is 88, which corresponds to the entered ac-
ceptance value. 
If this measure has already been implemented, it is interesting to know what the next 
optimal areas are. If two decision dimensions are combined, three areas and the asso-
ciated basic attitudes are distinguishable: 
 High acceptance and high effectivity, but also high costs (x-axis left, y-axis 
rear, z-axis fig. 41): this category includes the "Healthy Snacks/food at 
work". The decision for this measure is in line with the basic attitude: "The 
main thing is that something comes out of it and it is accepted, whatever the 
cost." (Overall performance: 66.5%) 
 Low cost and high acceptance, but low effectivity (x-axis right, y-axis front, z-
axis top fig. 41): this category includes "Sponsored activity". The decision for 
this measure corresponds to the basic attitude: "The main thing, it comes with 
the employees and costs little." (Overall performance: 59.8%) 
 High effectivity and low cost, but low acceptance (x-axis right, y-axis rear, z-
axis bottom fig. 41): this category includes "Training with step coun-
ter/fitness watch". The decision for this measure corresponds to the basic atti-
tude: "The main thing, it comes out something and it does not cost much, I 
will motivate the staff for it." (Overall performance: 57.8%) 
If one adds the "golden middle ground", the most important action strategies for im-
plementation are recognizable. 
 Medium acceptance, medium effectivity and low cost (x-axis right, y-axis cen-
tered, z-axis center fig. 38) – This category includes “Training at home”. 
(Overall performance: 60.5%) 
6.5 Sensitivity and robustness test 
In this section, the possibilities of the software analysis are used, and the weighting 
of the criteria is changed to simulate different result and to learn more about the ro-
bustness and change of the priority list if the data input is different.  
6.5.1 Sensitivity versus changes in the acceptance weighting 
A first variation shows what would change in the "priority performance", if the 
weighting of the acceptance would change. Currently, the acceptance is 50% 
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weighted. In the following M-MACBETH screenshot, this is recognizable by the 
vertical red line intersecting the x-axis (acceptance) at 50%. 
The intersections of the red line with the lines for the individual measures show the 
percentage of the overall score in the value on the y-axis. The red line cuts, for ex-
ample, the green line for "vaccinating at work" is 94%. The intersection with the blue 
line for "Healthy food at work" is around 67%. The purple lines for "Sponsored ac-
tivity" and "training at home" are around 60%. The current overall scoring can be 
read off the red line. 
In the current scoring (Figure 35) "Training at home" is slightly above the "Spon-
sored activity". If the red weighting line, e.g. is shifted right to 70%, the priority 
changes, "Sponsored activity" reach a higher overall score than "Training at home". 
At the same time, it becomes clear that a higher weighting of "Acceptance" does not 
lead to a change in the order of "Healthy food at work" and "Vaccinating at work". 
 
Figure 37: Sensitivity and robustness check for “Acceptance” 
The intersection point (27.9; 61.0) shown in the diagram indicates the point from 
which "Healthy food at work" is ranked higher than "Sponsored activity", when the 
acceptance is more than 28% in the total weight or otherwise spoken: Even if all 
three criteria were balanced (33.3%), the priorities list would not change. 
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Figure 38: Sensitivity check for “Acceptance” within “Nutrition” 
If one examines the sensitivity and robustness to fluctuations in the weight of ac-
ceptance only within the group "nutrition", there is also a great stability in the priori-
ty sequence. Only if the weighting was only one third, "Single nutrition ext." would 
be pushed before "Nutrition intern". 
A similar picture emerges if you examine the group "Training" for sensitivity and 
robustness. Only if the acceptance is weighted with less than 40%, "Sponsored ac-
tivity" is displaced from the first place within the group. 
6.5.2 Sensitivity versus changes in the effectivity weighting 
The effectiveness is balanced with the cost level. They account for 25%. As shown in 
the following figure, changing the weighting of effectiveness cannot change the rank 
of "Vaccinating at work". Starting with a weighting of 36%, the "Step counter" 
measure becomes the highest priority measure within the training measures. From an 
(unrealistic) weighting of around 70%, this measure rises to second place and is rated 
higher in the overall score than the nutritional measure "Healthy food at work". 
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Figure 39: Sensitivity and robustness check for “Effectivity” 
The following figure shows that the proposed training measures with regard to effec-
tiveness are robust against any changes in weighting. The priority sequence does not 
change, regardless of whether the red weight line is shifted left or right. There are no 
intersections of the lines assigned to the activities. 
 
Figure 40: Sensitivity and robustness check for “Effectivity” and “Nutrit ion” 
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6.5.3 Sensitivity versus changes in the cost level weighting 
Effectiveness and cost level are both weighted at 25%. Since vaccination is one of 
the most cost-effective measures, a change in prioritization against other measures is 
not to be expected. This is also confirmed by the sensitivity analysis. Looking at the 
graph for the cost-sensitivity of the training measures shows that only a change 
would be expected if the weighting (unrealistic) of costs would fall below 16%. 
 
Figure 41: Sensitivity and robustness check for “Costs” and “Training” 
 
Figure 42: Sensitivity and robustness check for “Costs” and “Nutrition” 
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If costs are gaining a higher impact on the decision, the ranking of the measure 
"Group nutrition consulting extern" decreases. If the weighting is 40%, this measure 
falls short of the (unpopular) measure "Internal nutrition consulting", as the figure 
above shows. 
6.6 Hypotheses on scoring 
In chapter 4 “Methodology” the following hypotheses were made: 
H0: MFAs favour the costlier of the individual programs for the promotion of health 
(i.e., the two features are correlated strong). 
H0: Cost level and effectivity of the individual programs for health promotion are not 
independent (i.e., the two features are correlated strong). 
H0: MFAs prefer the more effective of the individual programs for the promotion of 
health (i.e., the two features are correlated strong). 
Another reason for the hypotheses tests was to determine whether the decision crite-
ria are independent of each other. 
In order to test the hypotheses, the following procedure was used: Firstly, for each 
combination of the decision criteria, a scatter diagram was drawn up. In addition, the 
so-called correlation coefficient, a measure of the possible relationship, was deter-
mined. A line, the so-called regression line, was entered into the scatter diagram. As 
explained in section 4.2.7, the comparison of observed values with expected values is 
required for the hypothesis test. For the respective null hypothesis, the expected val-
ue was assumed to be the value as obtained from the regression line. 
The first null hypothesis asserts that the MFAs prefer cost-intensive measures. The 
more expensive a measure is, according to the hypothesis, the more it is preferred. In 
order to check the assertion, the following scatter diagram was created with the 
columns "Costs" and "Acceptance" from Figure 35. 
In the scatter diagram, a blue dot is entered for each measure of the priority list. On 
the x-axis the cost performance and on the y-axis the acceptance. "Training at home" 
has, for example, the coordinates (100;46) - it is cost-effective with medium 
acceptance. With the straight line, which is likewise colored blue, the trend line or 
regression line, an attempt is made to find a straight line with which the blue points 
have as small a distance as possible. The corresponding straight line formula is 
shown in the diagram at the lower right.  
Using this formula, a table of the expected values can be compiled. According to the 
formula, the expected acceptance value of y=0.3338*62+29.07 results for a cost 
value of 62. The correlation coefficient is 0.48 (i.e. a weak corelation). Table 37 
contains, for all existing cost values from the priority list, the values calculated with 
this formula and thus expected, assuming that the null hypothesis applies. 
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Vaccinating at work 100 62 
Healthy food at work 50 46 
Training at home 100 62 
Sponsored activity 75 54 
Step counter 75 54 
Training at work 75 54 
Single nutrition ext. 25 37 
Training colleagues 62 50 
Nutrition intern 37 41 
Group nutrition ext. 25 37 
Table 37: Data for testing the null hypothesis on cost -> acceptance  
This table was used for the chi square test with the result that the null hypothesis can 
be rejected at a very high level of significance (p<0.1%) and therefore the counter 
hypothesis H1 applies: 
H1: MFAs do not favour the costlier of the individual programs for health promotion 
(i.e., the two features are not correlated strong). 
The counterhypothesis also applies in the direction of acceptance at the cost level. 
That is, higher/lower acceptance is not associated with higher/lower costs. 
The null hypothesis for the relationship of the cost level to effectiveness and vice 
versa was tested in the same way. If the null hypothesis were applied, it would mean 
that more expensive measures are more effective. This null hypothesis can also be 
rejected at a statistically highly significant level. The following counter hypothesis 
applies:  
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H1: Cost level and effectivity of the individual programs for health promotion are in-
dependent (i.e., the two features are not correlated strong). 
Another picture results when the null hypothesis is tested for dependence on effec-
tiveness and acceptance. Even the scatter diagram and the high correlation coeffi-
cient of 0.77 suggest that the null hypothesis cannot be rejected. The high p-value 
(p>38%) confirms this so that no statistically relevant statements can be made about 
the correlation between the effectiveness and the acceptance of the measures by the 
MFAs. 
As a possible cause of a causal link, it can be assumed that the MFAs may have a 
high degree of knowledge about the effectiveness of the measures due to their train-
ing and experience. Especially when vaccinating, the effectiveness of the measures is 
intensively informed, so that the "reputation" of the measure determines its ac-
ceptance. On the other hand, the estimation of efficacy here is based on studies that 
are not well-known, which would lead to a causal link. Similarly, there is a presump-
tion of causality when one assumes that the MFA prefers the measures which they 
presume to allow their physician to express an appreciation when given to them. 
Also, the reverse causal link, namely, that the acceptance affects the effectiveness is 
not excluded. The more a measure is accepted, the higher is the chance that it may 
prove effective. The "belief in success" in the sense of a placebo effect and the "self-
fulfilling prophecy" addressed here would be the explanatory patterns. 
 
Figure 44: Scatter diagram for the correlation: Effectivity - Acceptance 
6.7 Summary of results 
The following points summarize the research findings of the development of a priori-
ty concept. 
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They contain the result of the scoring, the sensitivity tests, and the essential hypothe-
ses and show the contribution to knowledge for the area "Decision-making in Ger-
man general practitioners' surgeries to activities promoting personal health poten-
tials".  
Moreover, the research question 
3. On what basis can the implementation of these activities be prioritized by a multiple 
criteria decision-making model, which considers relevant stakeholder perspectives? 
is answered:  
 The three key stakeholders’ perspectives staff (MFAs), medical professionals 
(general practitioner) and owners (managers) are covered by the decision-
making criteria for acceptance, effectiveness and cost level. 
 For each of the decision-making criteria, acceptance, effectiveness and cost 
level, it is possible to develop comprehensible and largely reliable assess-
ments, which enable a prioritization. 
 The decision-making criteria for acceptance and cost level as well as cost 
level and effectiveness are statistically significantly independent of each oth-
er. A link between acceptance and effectiveness cannot be statistically signif-
icantly confirmed or rebutted. 
 The assumption that MFAs’ preferences are based on favouring costlier
measures must be rejected. The assumption that MFAs prefer to take
measures with high effectivity can neither be rejected nor confirmed. 
 The only measure that achieves more than 50% of the performance points for 
all three decision-making criteria is "Vaccination at work". It is the measure 
that should be taken with the highest priority. The recommendation is robust; 
even with changes in the weighting, it remains the first rank. 
 Measures that are best for a one-dimensional view: 
- Healthy food at work: Acceptance - "What matters most for the staff." 
- Training with step counter/fitness watch: Effectivity - "Main thing it helps." 
- Training at home: Cost level - "But it must not cost anything." 
 Measures which, in two decision-making dimensions, account for more than 
50% of the points are: 
- Healthy snacks/food at work: Acceptance and effectiveness 
- Sponsored activity: Acceptance and Cost level 
- Training with step counter/fitness watch: Effectivity and Cost level 
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 The sensitivity and robustness test also show high stability in the priority list 
for non-vaccine-related measures. Only fundamental changes in the 
weighting lead to significant changes in the ranking. 
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7. Discussion  
This chapter looks at how to realize the findings into a general practitioner’ surgery, 
that is, the implementation. As Figure 18 shows, this is the last step in the multi-
criteria decision-making model. The first section presents the results of the qualita-
tive interviews general practitioners about the established priority list and possible 
implementation concepts. The concept proposed as a standard is discussed regarding 
its adaptability to the individual general practitioner's surgery.  
Thereby, three consecutive approaches are discussed. 
The first sees the promotion of MFA personal health potential as a more or less 
unique, situational action. The setting is: The general practitioner is convinced of the 
correctness of the concept and now plans to implement it as quickly as possible in his 
own practice without any further implications. The implementation aspects to be 
considered are presented in section 1. 
The second setting sees the standard proposal on primary prevention as a first key 
step towards a more comprehensive and ambitious doctor's health management pro-
ject, based on the recognition that employee health can be a key success factor for 
the practice and, in the longer term, not to be underestimated represents a competi-
tive factor. This section illustrates what steps still need to be taken to meet the re-
quirements of a sophisticated health management system. 
From a holistic view of practice management, health management can be embedded 
in a more comprehensive quality management system. This third setting outlines the 
relationship between this study and the establishment of a quality management sys-
tem. 
All three settings were addressed in the interviews with general practitioners and 
discussed as alternatives. 
While the three settings emphasize the content aspect of an implementation, the last 
section deals with the psychological contract that represents the processual aspect. It 
is worked out what requirements its fulfilment places on the general practitioner. 
7.1 Results of structured interviews with general practitioners 
As described in 4.3.8, structured interviews were conducted in November and De-
cember 2017 with four different general practitioners. All interviews were conducted 
using the interview guide as presented in Appendix 5. The aim was to reflect the re-
sults of the MFA surveys and to discuss the introduction of health promotion 
measures for MFAs. The time required for each interview was limited to one hour 
each. Answers were documented in Appendix 5. 
192    
DBA Cedric Ballin 
7.1.1 Characteristics of the interviewed general practitioners’ surgeries 
It goes without saying that four qualified interviews cannot form a representative 
basis. Nonetheless, the interviews conducted were very enlightening and, regarding 
the insights gained in health management, characterized by a high degree of diversi-
ty. This was not least because the four selected interview partners had four funda-
mentally different characteristics. To simplify the reference to the different types, 
they have been labelled by the author with succinct names. 
General practitioner’s surgery A: in the following called "classic" - is a classic 
general practitioner’s practice with an older, doctorate holder (64 years) in a 
prosperous suburb of a German city, characterized by good middle-class rela-
tionships. Employed is a full-time MFA (55 years old), supported by one to 
two helpers plus a helping husband. The range of services includes acupuncture 
and naturopathy as a special feature. There are no special offers for primary 
prevention. Also, the MFAs do not perform primary prevention or primary care 
tasks. Due to illness absence often leads to increased burden of work and long-
er working hours of the assisting husband. As health-promoting measures a 
stress-free work environment as well as free acupuncture and naturopathic ad-
vice by the owner are highlighted. 
General practitioner’s surgery B: hereafter referred to as the "young doctor" - is 
a general practitioner and internist with a doctorate. He is relatively young (age 
35) and has recently taken over a practice in the centre of a German city. As an 
additional education he has a management qualification. Under his leadership, 
three other doctors are working, supported by a total of eight part-time MFAs. 
In addition to acupuncture, homeopathy and naturopathy, travel and tropical 
medicine services are offered. Prevention and preventive medicine are a focus 
of practice in which tasks are also delegated to the MFAs, with special mention 
being made of NLP (Neuro-Linguistic Programming) activities. In the MFA 
tasks of primary care were expressly called blood glucose and blood pressure 
measurement. Absenteeism is rare and may be recorded and evaluated. 
General practitioner’s surgery C: hereafter referred to as "Holistic" - is a family 
practice for general medicine and naturopathy with a female owner with a doc-
torate (51 years) on the outskirts of a German city. Patients come from all 
walks of life and include children and adolescents cared for by a second female 
doctor. One full-time, five part-time MFAs and two trainees (18 to 45 years) 
support the doctors, who mention acupuncture and numerous naturopathic 
treatments, as well as yoga as a special performance focus. The involvement of 
the MFAs is an integral part of the practice concept, which is very strongly 
geared to the individuality of the patients but also explicitly to the individuality 
of the MFAs. More detailed information can be found in section 7.5. Tasks of 
primary care are "barely" performed by MFAs. Abnormalities due to absentee-
ism often occur; absenteeism is recorded via the time recording system, but no 
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cause-related evaluation takes place. The range of practiced health-promoting 
measures ranges from "rest periods", "drinks", weekly "fruit and vegetable 
box", sporadic yoga to "fresh air during lunch break" (in the nearby park). 
General practitioner’s surgery D: hereafter referred to as the "Experienced" – 
The owner (64 years old with doctorate) has set up and expanded a general 
practice in the city centre of a large German city with several employed doc-
tors. The principal areas of activity include occupational medicine and, as so 
often associated with it, travel medicine. Three full-time and five part-time 
MFAs of all ages are employed. Primary prevention offers are part of the 
standard range of services complemented by a comprehensive range of medical 
check-ups. The delegation of primary prevention tasks to MFAs is planned (to 
a limited and still to be determined extent). General medical care tasks are not 
part of the range of services. Disorders due to illness-related absences occur, 
are also recorded in time, but not evaluated due to labour law concerns. The 
need for health promotion measures for the MFAs is recognized, but - except 
for vaccines - insufficiently implemented. 
It is striking that three of the four interviewees specifically call acupuncture as a ser-
vice offering, which is probably because in addition to the belief that acupuncture 
can heal and relieve pain, the costs are covered by the statutory health insurance 
companies. The "Experienced" (D) expressed that he did not want to include these 
points in the range of services given his age. The same applies to naturopathy, how-
ever, there is due to the wide range of medical treatment no continuous coverage of 
all health insurance guaranteed. 
The concept of "delegation of tasks of primary prevention to MFAs", as set out and 
explained in subsection 3.2.2, seems to have reached the doctors. Except for the 
"Classic" this was confirmed as a useful concept. A consultation with the "Classic" 
confirmed that the assistant was a "doctor’s receptionist" who was not trained as a 
MFA with an expanded job profile. 
7.1.2 Comparison with the priority list 
The second part of the interviews was used to compare the ten proposed measures in 
the priority list with the ideas and experiences of general practitioners. First, it was 
asked if measures and/or decision criteria were missing. 
As was the case with the open questions of the MFA Survey, first check-ups were 
mentioned as a missing measure, but here again, as it turned out, they could not be 
classified as primary prevention measures. Also, in the proposal "team events (excur-
sions, celebrations, etc.)" showed the discussion that it is more likely to promote the 
working environment and thus increase the psychosocial well-being, as the primary 
prevention. (If it were, otherwise, the health insurance funds, which pay direct prima-
ry prevention measures, would also have to contribute to the costs of company out-
194    
DBA Cedric Ballin 
ings and Christmas parties.) The suggestion "sugar-free drinks in the workplace" is 
not explicitly mentioned in the priority list but can be subsumed to “Healthy snacks 
at work”. The same is true for the suggestion "Promoting self-initiative", which can 
be flexibly classified under "Sponsored activities after work". 
In the decision criteria, none was considered missing despite an explicit inquiry. The 
weights for acceptance / effectiveness / cost level were distributed as follows: 
The Classic   - 30 / 30 / 40 
The Young doctor  - 40 / 40 / 20 
The Holistic   - 33 / 33 / 33 
The Experienced  - 70 / 25 /   5 
Average    - 43 / 30 / 27 
Priority list   - 50 / 25 / 25 
The overview shows that the weighting used for the development of the priority list 
and the average for the structured interviews are very close to each other. 
Acceptance is rated relatively low by "The Classic". This reflects the attitude "Health 
is not something you can manage" (translated by the author). "The Experienced" 
with the highest weight emphasizes that "… you always have to talk to the MFA first 
..." (translated by the author), then adds: "But even with low acceptance I offer 
measures, if I am convinced." (translated by the author). "The Holistic" finally sees 
the MFA Survey as a regular task. 
The effectiveness is considered by the "The Young doctor" as important as the ac-
ceptance. While the relative low weight of effectiveness of the "The Experienced" 
and "The Classic" reflects years of experience with efficacy claims. 
The cost level only plays a dominant role for "The classic". This is due to the size of 
the practice. "We have to look where we are staying, and I do not like investing in 
measures that I do not know if they will do anything." (translated by the author) - 
This quote proves the high weighting of the cost level in this case. 
The individually adopted weighting scheme was combined with the table in the in-
terview guide. For each of the ten measures the assumed acceptance, the effective-
ness and the cost level were estimated in the interviews. Compared to the priority 
list, the following results are obtained: 
“Vaccination programs” are also ranked number one in the GP’s evaluation of 
the priority list, but the distance to the other measures is not as clear as in the 
evaluation of the MFA survey. This is probably because one of the practices is 
more likely to be seen as vaccine-critical, at least for flu vaccines, and that the 
assessment of the costs was not as extremely favourable. Inquiries showed that 
answering the question the general practitioners has forgotten that all costs are 
covered by the health insurance also in the vaccination of own employees. 
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For the measure "Internal Nutrition Advice" the GP interviews rank 2nd, while 
the same measure is only ranked 9th in the priority list of MFAs. This is due to 
the large differences in all three decision criteria. For example, the difference 
in acceptance score is 38. While the MFA survey's acceptance is only 31 
points, the surveyed GPs count 69 points. The costs are also estimated to be 
higher than comparable market values. The effectiveness - in the priority list 
based on the literature research - is estimated to be much higher (56 points in-
stead of 42 points). The high rating reflects the high estimation of one's own 
performance. In addition, one of the four doctors interviewed has additional 
training in nutritional medicine, so he may be inclined to rate the impact of 
healthy eating particularly high. 
If one ignores "Internal Nutrition Advice", as this may pose a problem, as ex-
plained in the previous paragraph, "Healthy food at work" is ranked second in 
both analyses. 
The readiness for the measures "Vaccination programs" and "Training at 
home" differs most in GP interviews and MFA survey. Vaccination is 88% 
percent preferred in the MFA survey, while the GP evaluation shows 56%. Ac-
cording to the MFA survey, 46% would approve of "Training at home", while 
the general practitioners assume 31% as acceptance rate. Conversely, the 
measures "Internal Nutrition Advice" and "External Nutrition Advice in 
Groups" are overestimated. This means, the general practitioners surveyed be-
lieve that the measure is popular, while in fact it does not receive any special 
appreciation from the MFAs. 
The evaluation of the differences between "assumed acceptance" in the GP survey 
compared to the preference profiles of the MFA survey is revealing. This may be due 
to the specific circumstances and peculiarities of the individual general practitioner’s 
surgery, but at the same time it is a clear indication of the need for an employee sur-
vey when measures are introduced. 
7.1.3 Factors influencing productivity and performance 
In this part of the GP interviews, physicians were asked to rate the importance of key 
influencers and levers as shown in Figure 10 for the reduction of absent days. The 
levers proposed were primary prevention, work organization, workflow and leader-
ship quality and competence, that is, the elements that can be directly influenced by 
the general practitioner and that then affect productivity and performance. 
The table below summarizes the discussion results. The respective answers were 
discussed and then classified by agreement into the categories "low (4) / medium (3) 
/ high (2) / very high (1)". 
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enced The Holistic The Classic 
Job design 1.8 1 3 2 1 
Work design 2.0 2 3 1 2 
Leadership 2.8 3 1 3 4 
Prevention 3.5 4 3 4 3 
Table 38: Importance of levers for reducing absent days – extracted from the inter-
views with the general practitioners 
The importance of primary prevention measures for MFAs has been consistently 
rated as low, even though they were considered as a first good-to-be-heard initiative. 
With "The Classic" and "The Holistic", the viewpoint of seeing primary prevention 
as a contribution to productivity and performance collided with the professional self-
image. The situation is similar with the self-image as a leader and manager: "That 
does not matter as much as the individuality of the employees" (translated by the au-
thor). The importance of a good working environment (referred to in the impact net-
work as psychosocial well-being) is consistently confirmed, although leadership 
quality is not seen as a decisive factor, as is the health-promoting organization of 
work organization and job design. 
As a further starting point for performance improvement, in addition to measures for 
team building, it was suggested that new or improved opportunities be created to find 
short-term MFA substitutions. 
7.1.4 Implementation of health management 
The first question was why a medical practice should introduce a health management 
system compared to other organizations. The “Young Doctor’s” quote "A company 
that works with people's health should embody this through healthy employees" (Ap-
pendix 5 B 4.2 - translated by the author) expresses the core idea. The note "Employ-
ees learn from it and patients become role models" (translated by the author) also 
shows the potential marketing aspect in addition to the organizational aspect. “The 
Holistic” general practitioner points to the “limitations of a small business": "... but I 
do not want to give additional staff additional tasks and burdens in addition to our 
‘everyday madness’” (Appendix 5 C 1.5 mail - translated by the author). 
The possible implementation concepts are discussed in more detail in the following 
sections of this chapter. Two quotes are made to point out possible introduction diffi-
culties: "Ever since my additional qualification in psychosomatics, it has become 
clear to me that health management has too many manifold aspects to develop a 
catchy and coherent concept." (Appendix 5 C 4.3 – translated by the author) - "It 
depends on the personal relationship. Health is not a management object. It is 
enough if the businesspeople have already decided in the hospital. Doctors are not 
managers. " (Appendix 5 A 4.3 - translated by the author). 
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Similar ambivalences occur in the question of the concepts propagated by some med-
ical associations, such as "healthy leadership", "health culture in physician’s office" 
or "health literacy MFA". The span ranged from "... I consider exaggerated, collid-
ing with my understanding of the physician ... I see with discomfort the development 
at the medical council" (Appendix 5 A 4.4 – translated by the author) up to "It would 
be good if these concepts were better known and implemented ..." (Appendix 5 D 4.4 
– translated by the author) or "Could have a (medium) contribution to the practice 
afford." (Appendix 5 D 4.4. - translated by the author). 
7.2 Implementation of the standard proposal 
In this section, the implementation is developed as a "stand-alone measure". It is as-
sumed that the general practitioner considers the standard proposal to be adequate 
and that implementation aspects are the focus of attention. 
In three of the four interviews this was felt to be the most obvious suggestion. “The 
Holistic” is reluctant to use standards and sees the promotion of personal health po-
tential as a process: "In our practice, this is an ongoing process that involves many 
individual discussions. Employees are individuals." (Appendix 5 C 2.5 - translated 
by the author). 
The time required to work out a concept like the standard proposal was estimated at 
eight to ten hours. If the standard recommendation is used, the effort is reduced to 
two hours according to the estimates of the general practitioners. 
The result from a multi-criteria-decision analysis is not one solution. It provides a list 
of possible solution sorted after priorities. This is important for the use in the practi-
cal work of general practitioners’ surgeries. These organisations have limited re-
sources of time and money to improve their health management. To avoid inefficient 
health management program or programs which are not accepted by their employees, 
the research findings for the development of a priority concept in chapter 6 are im-
portant. The priority list (Figure 35, 36) also respects the different financial possibili-
ties of general practitioners’ surgeries. They can individually decide if they imple-
ment one or more options. If one option is too expensive the next activity could be 
selected. This structure allows a result which is very close to the practical work. 
None of the studies provides a suggestion for the one best activity and no organisa-
tion is forced to use this activity. The result depends on the individual weighting of 
each element and it is still useful in the daily work if it is adjusted to the individual 
needs of one organisation. 
However, the promotion of personal health potentials is an ongoing process and the 
list as standalone To-Do-List could be not enough. 
 
The recommendation for the practical use is the following 
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1. Commit yourself as an employer to the goal of health management: Improve 
the health of employees 
2. Think about the budget for the implementation  
3. Define status 
4. Coordinate the activities with the employees 
5. Implement activities 
6. Be patient 
7. Measure the result 
 
At first the employer needs to make a personal decision. It seems that the promotion 
of personal health potentials leads to a higher performance and more profit, but it is a 
long-term process and this research did not find evidence that the result guarantees a 
positive return of investment. This means any general practitioners’ surgery needs to 
think about the investment they want or can make in the promotion of personal 
health management and if they can handle the uncertainty of return. It will cost re-
sources. Afterwards the status about the actual primary prevention is needed. The 
commitment with the employees is important to support the implementation of the 
activities. This could be done with the provided questionnaire or through personal 
discussions with the employees. After this the activities from the list could be im-
plemented. In the best case this are all activities, but this will often be too difficult or 
time consuming. However, every activity is effective and even one implemented ac-
tivity goes in the right direction. The implemented activities need time to work until 
they produce an effect. The best rated activity of vaccines will need at least one flu 
season to provide a result. Monitor the results in the organisation. These results will 
be measurable through the number of absent days, but it is important to document 
them and to exclude unexpected events e. g. through accidents in the private life. 
If the general practitioner wants to become active in all three areas of vaccination, 
movement and nutrition, the following paragraphs provide concrete implementation 
instructions for the three most prioritized measures. 
7.2.1 Specificity of vaccination programs 
In Germany, there is no vaccination requirement, so that participation in vaccination 
programs is voluntary. At the same time, vaccination is clearly the most effective 
measure with the highest detectable effect on days lost. 
There are several studies, which proved that for example a flu vaccine reduced the 
average of absent days. The study "Occupational vaccination of health care workers: 
Uptake, attitudes and potential solutions" (Little, Goodrigde et al., 2015) and the 
study "Healthcare workers and immunity to infectious diseases" (Vagholkar, Ng et 
al., 2008) provide evidence to have a very strong and positive influence on the absent 
days. 
Although the coverage rate for MFAs is above average compared to other occupa-
tional groups, there are still two gaps (5.2.5). First, the difference between "private 
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vaccination" (75%) and "vaccine at work" (88%). Here, through education and in-
formation by the doctor, a considerable potential can be opened relatively easily by 
clearly communicating the offer for vaccination in one's own practice. On the other 
hand, analysing the open questions reveals that around 5% of MFAs have unclear 
ideas about the effects of vaccinations such as "My immune system is strong 
enough". Again, an open discussion with the general practitioner could help. 
Specifically, with regard to flu vaccination, some MFAs are uncertain or ignorant 
that they belong to the risk groups in several respects in the sense of the Standing 
Vaccination Commission (STIKO, 2017), the German immunization agency at the 
Robert Koch Institute RKI (2017): "Vaccination should be given as part of an in-
creased professional risk to 
• persons at increased risk (for example, medical personnel) and 
• persons in facilities with extensive public traffic 
• persons who can act as a potential source of infection for those at risk. 
This vaccination recommendation shows the MFA’s own risk of becoming ill, the 
risk to other persons acting as germ carriers and the impairment of patient safety (e.g. 
older people with weak immune systems). 
Since, as mentioned earlier, flu vaccines are new every year and, unlike many other 
vaccines, no permanent protection is built, the challenge is to motivate each year 
again. 
7.2.2 Design of the measure "Healthy Snacks" 
The cross-group popularity of the measure among employees was noted in paragraph 
5.2.4.1. With regard to the effectiveness and the cost level, this measure cannot score 
very well. 
The effectiveness, as understood in this research, is mainly focused on long-term 
effects. The following article draws attention to the short-term, so to speak, every-
day effect: "The possibility of providing light meals in the breaks, vitamins and min-
erals (e.g. through a fruit basket) ensures a much flatter drop in the performance 
curve over the whole working period, a less strong "midday low" and for intact de-
fences of the employees. The investment in a fruit basket is also perceived by em-
ployees as a sign of appreciation. " (Barré, 2014). 
But not every food and drink are suitable as a small snack. Although chocolate bars 
and other sweets deliver energy immediately, they quickly turn hungry again. A bet-
ter alternative is nuts (are rich in protein, vitamins and minerals), fruits, sliced 
vegetables or a yogurt. The compilation of healthy eating offers at the workplace 
could be an opportunity for the employer to find feasible and attractive solutions in 
teamwork in discussion with the MFAs. 
In a representative study, one of the largest health insurers in Germany, Techniker 
Krankenkasse (TK), compared the eating behaviour of employed persons between 
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2013 and 2017 (TK, 2017). When asked what their nutrition is all about, 45 percent 
of respondents said they wanted to eat healthy food first and foremost. In the last 
survey on the dietary behaviour of people in Germany in 2013, only 35 percent said 
so. For the first time "healthy" is more in demand than "delicious" (41 percent). The 
criteria "low-calorie" and "fast" are also losing relevance. This trend is visualized in 
following figure. 
 
Figure 45: The trend to healthy snacks at work (TK, 2017 - translated by the author) 
Despite the trend change, the change in nutrition remains a difficult matter. In the 
same study, participants were asked about the reasons that stand in the way of a 
healthy nutrition. "To feed myself healthier, I lack ... time and rest (56%), staying 
power (46%), will (43%), money (29%), cooking skills (28%), better working condi-
tions (26%), knowledge (25%), family support (22%), advice (21%), interest (2%), 
nothing - already eat healthy (10%) " (TK, 2017 - translated by the author). For the 
general practitioner’s surgery that is willing to implement, this makes it possible to 
identify possible obstacles in the implementation. 
At another point in the study, one-quarter of women say, “they do not have time to 
take a break and eat on the side”. A circumstance that could also apply to the most 
hectic practice operation (and perhaps even higher.) 
7.2.3 Design of the measure "Training at Home" 
 "Training at home" (cf. preference profile 5.2.3.4) is among the measures with the 
least variation within the age group. To explain this, one should first consider the 
characteristics of the measures "Training at workplace", "Step counter" and "Train-
ing with colleagues". In contrast to "Training at home" they limit the customizability. 
Training in the workplace is due to the spatial limitations; not for all ideas there is a 
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suitable environment, e.g. for laying out a yoga mat. Step counter means restricting 
the variety of movement options to walking and/or jogging, and "training with col-
leagues" requires responding to the ideas of others. "Training at home" as well as 
"sponsored activities" clarify the need for individuality. 
Therefore, any general practitioner willing to implement should approve any idea of 
a personal exercise program that results in exercise and movement. The support can 
take many forms and differ significantly from employee to employee. In detail, one 
could mention: 
o Paying for DVDs and other media with a focus on exercise and gymnastics 
programs (e.g. Zumba, aerobics, ski gymnastics, stretching, back exercises, 
...) 
o Paying for DVDs and other media with a focus on relaxation and concentra-
tion exercises as well as anti-stress content (e.g. Yoga, Chi Gong, Tai Chi, 
Feldenkreis, progressive muscle relaxation according to Jacobsen, ...) 
o Paying for small equipment for physical activity promotion (e.g. dumbbells, 
stretch bands, sitting balls, home trainer, ...) 
o Encourage to travel to work by bike or on foot, or at least to do sections of the 
way (e.g. the way to the nearest subway station) in this way. 
o Encouragement to recognize "opportunities for movement" (e.g. use stairs in-
stead of elevators wherever possible) 
o Encouragement to plan leisure activities also under the aspect of exercise 
training. 
In principle, it can be recommended to show generosity in these areas, since these are 
not cost-intensive measures and the appraisal effect is in the foreground. In addition, 
medical advice and medical expertise is needed to design a home-based training pro-
gram that can be tailored to the individual needs of the MFA. 
As with all primary prevention measures, the role model of the physician is also im-
portant as it enhances credibility. 
7.2.4 Measures combinations 
Generally, the result of the literature review was that there is not one special activity, 
which leads to better primary prevention. The combination of several activities 
seems to be the best way for an improved promotion of personal health potentials. 
Van Strien & Koenders (2010) provides evidence for this. Following this argumenta-
tion, a bundle of health activities needs to be tested. However, there is no result for 
such bundles in the literature review. It could be that the combination of options from 
all areas which are used can lead to better results than the use of one single action. 
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The use of two or more activities should lead to a better result than one. However, 
there are no studies about negative interaction when several activities are used simul-
taneously. There is no hint for such negative interaction, but it would be possible for 
example, that a strict diet combined with sports can have such negative effects. Fol-
lowing this the recommendation is to implement more than one health activity. 
The results from subsection 5.2.7 "Preference profiles to combined programs" can 
provide valuable information on the acceptance of the measures. Figure 36 "Priority 
list in a 3D overview" in section 6.4 shows starting points for the evaluation of com-
bined measures according to different decision criteria. 
7.3 Adaptations of the standard proposal  
7.3.1 Adaptation to age structure 
If a physician’s surgery has a specific age structure, many young, middle or older 
MFAs, it does not need to make any special arrangements for the first three measures 
proposed in the priority list. The acceptance of these measures is independent of age. 
Only in the case of the following three measures should the age structure be consid-
ered as a plan-relevant factor (5.2.3, Figure 23): 
- "Training within a group with colleagues" is significantly less preferred by the age 
group 26-35 years than in the other age groups - It is possible that this age group may 
feel under-challenged, because within the peer group there are hardly any differentia-
tions. 
- "Step counter and Fitness-Watch" are clearly not desired by the age group 56 to 65 
years. - If the implementing general practitioner strives for these measures, for ex-
ample because she/he is convinced that this provides a good means of steering and 
controlling to promote the effectiveness of the measure, he will have to reckon with 
the resistance of employees of the age group 56-65 years. 
- "Training at workplace" is significantly more preferred by the age group 56 to 65 
years than in the other age groups. - This measure, in contrast to the above, suggests 
that the older employees have a closer connection to the social environment of prac-
tice. A physician who has an interest in pursuing the consistent implementation of a 
movement program, because, for example, he is convinced that the consistent and 
lasting implementation is crucial. The implementation in the workplace ensures the 
permanent participation of the employees. 
7.3.2 Adjustment to cost situation 
To adapt to specific cost situations, it is advisable to look at the sensitivity analysis 
for changes in the cost weighting (Subsection 6.5.3). 
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Figure 41 on sensitivity and robustness shows for the group "physical activity pro-
motion" that even with a significant increase in the cost level, the proposed "training 
at home" measure cannot be superseded by any other measure in the overall assess-
ment, and the other measures of the group does not change their positions in the pri-
ority list. 
A slightly different picture is shown in the group "Nutrition" (Figure 42). Although 
the suggested measure "Healthy snacks at work" cannot be supplanted from the top 
rank by weighting changes, but from 40% weighting for the cost level there is a shift 
in the further nutritional measures. The "internal nutrition consulting by the physi-
cian himself” then receives a better overall rating than the other two nutritional 
measures. 
7.3.3 Adaptation to acceptance 
Employee surveys are among the three most important tools for analyzing the state of 
health in German small and medium-sized enterprises, in addition to the analysis of 
reports on absenteeism (Lüerßen, Stickling et al., 2015). They form the basis for the 
targeted participation of employees in the design of health-promoting measures. 
Therefore, in forming the priority list, the acceptance was weighted at 50%. The in-
dividual physician must decide for his practice whether he will follow this suggestion 
and thereby give the employees' preferences the highest weight in his decision. 
As explained in subsection 6.5.1, the list of priorities is not sensitive to a lower 
weighting of the acceptance. Even if all three criteria are equally weighted (one third 
acceptance), the priority remains for the three measures proposed here. If the physi-
cian gives a significantly higher weight to the opinion of the employees, the "spon-
sored activity" is one of the first three measures to be prioritized and "Training at 
home" falls behind. 
7.3.4 Adaptation to effectivity 
The situation is similar with adaptations to different weights for the effectiveness. As 
far as nutrition measures are concerned, the physician does not need to think twice, 
as Figure 40 shows that no weight change leads to a change in the order of priority. 
In the case of training measures, changes only occur if the weighting rises above 
35%. Then the "Step counter and fitness-watch" measure will be added to the three 
most important measures. However, this can sometimes become a problem because, 
as shown in subsection 5.2.3, this measure tends to be rejected by the age group 56-
65 years (Figure 23). 
7.3.5 Adaptation to own ideas 
The adaptation to own ideas can be sought in several ways. To be able to make these 
adjustments, the data collection sheets for scoring results from Appendix 7 supple-
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mented with the priority list could be provided as Excel worksheets with completed 
entries. Below is shown how to proceed with individual changes if necessary.  
- The implementing general practitioner or the MFAs propose their own measure, 
which is not included in the previous proposals. In the "Acceptance" worksheet, the 
proposed measure is added by overwriting in the "Further proposed measures" group. 
- The acceptance of the individual measures is assessed differently than in the MFA 
Survey. In the column Score the other value is entered.  
- The effectiveness is assessed differently. For example, recent studies may be added 
that demonstrate another efficacy. Accordingly, the number of studies contained in 
the Excel sheet and their "level of influence" should be changed. Likewise, the un-
derweights for literature review (75%) and the result for the GP interviews can be 
changed in the Excel sheet. 
- The cost level is assessed differently. Here, too, the individual scores can be 
changed in the worksheet and the weighting between the two columns "experience 
and market observation" and "GP interviews" changed. 
- The weighting between the individual decision criteria can be changed in the work-
sheet "Priority list". 
The changes can be made either by the MFA or by the general practitioner. Only low 
Excel knowledge is required. 
The question asked in the GP interviews about the willingness to adapt to own deci-
sions to use software (Appendix 5 - question 2.6) was only supported by “The Young 
doctor”. Everyone else saw it as "too much administrative work to the detriment of 
the patients”, “… plus too much computer insecurity." (translated by the author). 
7.4 Development of a project "Health Management System" 
This section assumes that the general practitioner considers the standard proposal 
presented in the previous section as a first step towards the introduction of a health 
management system. In comparison with the cause-effect network on the target sys-
tem of a health management system in the general practitioner’s surgery (Appendix 
5) and the Rhodes and Steers (1978) model of employee attendance (cf. 3.1.3), it is 
shown which next steps would make sense after the primary prevention measures 
have been started. 
This was discussed in the interviews as a potential advancement and seen by “The 
Young doctor” and “The Experienced” as a promising approach. 
Generally, it needs some effort for every organization, and so for a general practi-
tioner’s surgery to implement a health management system. The priority list is a help 
and it provides proven options for the health management with a focus on promoting 
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personal health potentials. It does not provide a full-service implementation of a 
health management system. Such an implementation will need time and resources. 
The general practitioners’ surgeries need to invest and spend money to improve the 
health management and finally to enhance profit by it. 
7.4.1 Target system and leadership ability 
In section 3.3.3 "Deriving priorities for German general practitioners’ surgeries", the 
leadership ability was identified as one of the most effective factors for the success-
ful introduction of a health management system (Table 2: Cross-impact matrix of the 
interaction of health management goals). Therefore "Development and permanent 
anchoring of the management system" according to Walter (2007) is in the fore-
ground. Here, it would first be necessary to clarify the goals to be achieved with 
health management. In addition to the objective of "emotional well-being" and the 
associated "reduction of absence days" in this research, according to Lüerßen et al. 
(2015 - translated by the author) other goals like 
- Increase job satisfaction 
- Improving the mental health of the employees 
- Strengthening the personal health competence of employees 
- Increase efficiency / competitiveness / productivity 
- Improvement of the working environment 
- Improvement of the employer image 
- Strengthening the personal responsibility of employees 
- Quality improvement 
- Reduction of the labour turnover rate 
- Reduction of occupational accidents 
may be desirable. Here, the general practitioners would be required, depending on 
management style in consultation with their employees, to develop goals and their 
relevance to their own practices, to agree and to prepare the implementation. The 
afore mentioned objectives were identified in a survey of SME companies (N=401) 
and would need to be reviewed to see if they are relevant to microenterprises such as 
a general practitioner’s surgery. If necessary, cross-impact matrix would be expand-
ed to include new targets and to complement the interrelationships. 
In the same study (Lüerßen et al., 2015, p. 18 – translated by the author) finds the 
thesis “Leaders play a crucial role in the implementation of a corporate health man-
agement" with about 94% an overly clear advocacy, which can probably be adopted 
without too much restrictions for the general practitioner’s surgery. 
The challenge for the general practitioner relates to both indirect and direct leader-
ship. "Indirect leadership of an organization's management refers to the organization-
al framework. Direct leadership, on the other hand, is personal-interactive. It serves 
to implement structural leadership strategies and controls employee behaviours. It 
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depends essentially on direct leadership, whether employees are valued and 
acknowledged, if they feel that they are treated fairly and encouraged. (Imarinen and 
Tempel, 2002 - translated by the author)  
In addition, leadership is always associated with exemplary function and thus exerts 
a considerable influence on health management. "In addition to their role in manag-
ing their own health behaviours, leaders are also a key factor in implementing work-
place health management measures. They act as promoters of the approaches by not 
only being able to provide information, but also propagating and often implementing 
measures. Through their power in the organization they can legitimize change pro-
cesses and provide necessary resources. ..."(Wunderer 2007, p. 160, cited in Braun 
(2016) - translated by the author). It is worryingly true that studies on the health be-
haviour of physicians suggest that they are difficult to set an example: "Studies on 
the result that physicians due to various specific work, scarce time and personnel 
resources, low levels of job satisfaction, low levels of social support as well as oner-
ous treatment situations and decisions cannot be cited as examples ... " (Eikamp, 
2015 - translated by the author). 
In addition to the definition of targets and a health promotion-oriented leadership 
behaviour, the establishment of a controlling structure is necessary to be able to 
achieve constant improvements and to control the success of the measures. Without 
controlling the measure success, it is hard to speak of a management system. If the 
objective is to reduce absenteeism, at least a periodic review of the sickness rate 
should take place, a controlling instrument that is described in the (Lüerßen, 
Stickling et al., 2015) and is used by around 55% of SMEs that already measure the 
success of health management measures. If further objectives are defined, appropri-
ate indicators such as ROI or employee satisfaction index must be prepared. 
7.4.2 Further measures of primary prevention 
The results of this research refer to three areas of primary prevention: vaccination, 
movement, nutrition. According to the Prevention Report (Schempp and Strippel, 
2016), "addictive substance use" and "stress management" moreover must be men-
tioned. Following the self-assessment of general practitioners presented in section 
2.2.7, they are also among the areas in which general practitioners have sufficient 
competence, so that MFAs, after appropriate preparation, could also perform coun-
selling tasks and, as described in 3.3.3 would contribute to an improvement in the 
range of services of the surgery. However, delegation readiness is not comparably 
high for these areas (Figure 9). 
The addiction prevention was not included in the suggestions for health management 
activities, even though there are studies about positive effects of addiction prevention 
(Laaksonen et al., 2009). Indeed, the abuse of alcohol or drugs can have a negative 
impact on the health of the employees. Smoking prevention or alcohol abuse were 
not taken in the possible activities because no good prevention strategy or activity 
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which could be used by the physician could be identified. Beside this it is not possi-
ble to provide anonymous help within a small organisation. There are only two or 
three MFAs and the general practitioner; if the MFA take part in an addiction pre-
vention program this could hardly remain anonymous. For the MFA survey there had 
been an ethical dilemma too, because most participants would not have answered 
honestly, if they had been asked about addiction problems. However, if the individu-
al physician can invalidate the above arguments for himself and his practice, he 
should include the control of addictive substance use in his health management pro-
gram. 
Finally, there is one study which provides a very good citation which points out a 
general dilemma of the health management in this point. Laaksonen et al. (2009) 
argue “Smoking and high relative weight were most strongly associated with sick-
ness absence, while the associations of other studied health-related behaviours were 
weaker. The associations were stronger for medically confirmed sickness absence 
spells for which heavy smoking and obesity more than doubled the risk of sickness 
absence in men and nearly doubled it in women. “. The problem is identified but 
there are no activities or only activities with a very limited effect. 
Similarly, stress management measures have the potential to increase emotional well-
being. Following the explanations of the Literature integration in subsection 3.2.2, 
the emotional well-being of MFAs depends not only on the health-promoting 
measures as analysed in this research, but also on health-promoting work organiza-
tion and job design, as well as the leadership ability of the general practitioners as the 
employer. Apart from being able to form stress-related as well as stress-reducing 
circumstances, the leader, his behaviour, and his relationship with him, are essential-
ly responsible for the work organization and also the job design. As stated in Braun 
(2016) and Eikamp (2015), stress management measures in this area require at least a 
reflective attitude of the executive. If general practitioners wish to establish credible 
health management in their surgery, sooner or later they will need to incorporate 
these aspects into their health management system design. 
The review of the acceptance of MFAs, as proposed in this research and the system-
atic inclusion of other decision-making criteria could prove helpful. 
"With regard to measures to increase psychosocial well-being, employee coaching, 
anti-stress training, team training and discussions with other contact persons, each 
with just under 80% positive answers, are considered helpful. Such measures are also 
very popular in business practice and are considered to be particularly effective be-
cause they are interactive. "- (Braun, 2016 - translated by the author). 
The effort to "stress management" is often considered high. However, it should not 
be overlooked that the "Mental Risk Assessment" and its documentation is one of the 
compulsory tasks of which even microenterprises are not excluded (ArbSchG). 
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7.4.3 Further measures to reduce risk factors 
In addition to primary prevention, there are other measures that promote the targets 
of holistic, comprehensive health management. Like the primary prevention, they can 
be subsumed under the term "reduction of risk factors". Specifically, these are acci-
dent prevention, occupational safety and hygiene measures as well as measures for 
ergonomic workplace design. Mental and behavioural problems as well as burnout 
symptoms are also risk factors. 
If there is an activity, which provides a better protection of accident, there is no need 
to ask the employees, because this activity or change in the workflow has to be made. 
That is not a question of stakeholder involvement. There is no fix definition of health 
management and it could be argued that work safety is not health management. It 
could be an argument for this interpretation that in Germany the health prevention is 
made by physicians and the work safety by engineers with another qualification and 
a more technical engineering focus. Especially for general practitioners’ surgeries, 
the brochure "Risk Assessment for Medical Practices" contains a comprehensive 
description of all risk factors (BGW, 2017). 
Concerning infectious disease and other hygienic measures the general practitioners’ 
surgeries are regularly monitored by several governmental institutions. They take 
care that anti-infection rules are followed. Every medical physician must take care 
that his surgery is clean and fits the regulations. The obliged quality management 
system in the general practitioners’ surgeries supports this, too. 
The area of healthy office equipment like ergonomic chairs or monitor filter was 
completely excluded from the MFA survey. The author found a strong and clear me-
ta-study which provided evidence that in general there is no effect to health: “Work-
place interventions to prevent musculoskeletal and visual symptoms and disorders 
among computer users: a systematic review” (Brewer et al., 2006). Following this 
study, the peer reviewed literature does provide few studies with good quality which 
provide evidence for the effects of office ergonomic interventions on musculoskele-
tal or visual health. However, it could be criticized to exclude the ergonomic, but this 
research did not provide studies for the use of ergonomic chairs or office equipment 
which could be transferred to the general practitioner’s surgery and provide a proven 
positive effect.  
The same argumentation is valid for health supporting clothes like orthopaedic shoes. 
For example, orthopaedic shoes may influence the health of an employee and in the 
end the absent days are decreasing but this assumption is an isolated single activity 
and no study is hardening the assumption.  
The prevention of mental disorder was also not included; even it is one of the areas 
causal for highest absent rates. At German congresses of occupational medicines, the 
theme mental disorder burnout was discussed very intensive. Mental illness causes 
second most absence days and it is a growing problem for years (Grobe et al., 2011). 
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The TK Health report states: "That [the lack of time to compensate for stress] does 
not remain without health consequences. For 15 years, absenteeism has been rising 
due to stress-related illnesses such as anxiety and stress disorders in all age groups, 
but especially among middle-aged workers. On average, the 30- to 44-year-olds are 
absent 2.4 days a year due to mental disorders. No other diagnostic chapter is respon-
sible for more absenteeism in this age group. " (Grobe, Steinmann et al., 2016 - 
translated by the author). 
7.5 Integration of the proposed concept into quality management 
As shown in subsection 2.2.6, general practitioners are committed to quality man-
agement. Part of the medical profession is not only a chore but is also used by many 
doctors to increase the efficiency of the practice. This section briefly outlines the 
starting points for integrating the proposed concept into the quality management sys-
tem. An approach, that was approved by all general practitioners in the interviews. 
According to § 135a SGB V: "... to safeguard and further develop the quality of the 
services provided by them" ... "Contract doctors, medical care centres, licensed hos-
pitals, providers of pension benefits or rehabilitation measures and facilities with 
which a health care contract exists ... are obliged ... to participate in inter-facility 
measures of quality assurance which aim in particular to improve the quality of re-
sults and to introduce and further develop quality management within the facility” 
(translated by the author). 
On this legal basis, G-BA (2016) has developed a framework directive on require-
ments for in-house quality management for contract physicians, hospitals and other 
medical institutions. As goals are mentioned in it: “Quality management means the 
systematic and continuous implementation of activities designed to achieve sustained 
quality promotion in the context of patient care. Concretely, quality management 
means that organization, work and treatment processes are defined and regularly 
checked internally together with the results. If necessary, structures and processes are 
then adapted and improved. At the same time, the orientation of the processes to pro-
fessional standards, legal and contractual bases in the respective institution should be 
supported. The benefits of quality management as an important approach to promot-
ing patient safety should be made clear to all stakeholders. Patient-oriented process 
optimization and patient satisfaction are the focus. In addition, quality management 
should help increase the satisfaction of everyone involved in the process. " (p. 4 - 
translated by the author) 
Quality management includes in particular the so-called basic elements (G-BA, 
2016)§ 3 – translated by author, italics by the author): 
• Patient orientation including patient safety 
• Employee orientation including employee safety 
• Process orientation 
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• Communication and cooperation 
• Information security and privacy 
• Responsibility and leadership 
 
In the context of this study, it should be emphasized that the QM guidelines in their 
version valid since November 2016 have recently explicitly called for the inclusion 
of the employee perspective, as incorporated in the MFA survey and the decision 
model: "Systematically integrating the employee perspective - In addition to regular 
patient surveys, in the future also employees - if possible anonymous - to be inter-
viewed. This gives the practice management suggestions for changes and potential 
for improvement "- (KVB, 2017 - translated by the author). 
Even before the further development of the QM guidelines, “The Holistic” practiced 
quality management with a focus on patient and employee orientation, as the follow-
ing explanations vividly demonstrate: “… The MFAs discuss a lot during routine 
routines. It is advisable to do sports, talk about healthy nutrition, get into yoga, etc. - 
tells us that we also do yoga for the team. But that's just as individual as my consul-
tation. We pay close attention to who, how and when it fits. A homebound elderly 
lady will expect something different than a 22-year-old young man. Just as there is 
no "relaxation process" for everyone, it is necessary to pick the individual where he 
is. And so, for one patient, this may be newspaper reading or sudoku games, while 
for another, the walk, the church choir, meditation, autogenic training can be used to 
prevent stress. I already had MFAs who were very involved. One member of staff has 
trained in metabolic balancing and offered regular one-on-one talks and courses. 
Currently, a former employee at weekend offers balanced nutrition courses. We have 
offered courses on diapers and pads. One patient offers yoga in our rooms 3 times a 
week. I let the staff come. If an MFA is interested, it will be very supportive, …” 
(translated by the author) 
The relationship between the proposed primary prevention measures and the quality 
of the practice is initially not obvious and directly identifiable. But Gavartina (2014, 
p.2) states in a survey of 2,000 specialists: "Ensuring medical care depends on both 
the general practitioner and the MFA and can be significantly influenced by the per-
ception of satisfaction factors and the organization of care. " (Translated by the au-
thor). Szecsenyi et al. (2011) can provide statistically considerable evidence that the 
MFAs satisfaction is decisive: "However, the correlation between the job satisfaction 
[of the physician] and the patient satisfaction is lower and not significant. Interesting-
ly, the job satisfaction of the non-physicians seems to be more associated with pa-
tient satisfaction than physician satisfaction. " (N=676 primary care practices in 
Germany). Vu-Eickmann and Loerbroks (2017, p.4) conclude that working condi-
tions and lack of social recognition have an impact on MFA job satisfaction as a re-
sult of 26 qualitative interviews, which is a key determinant of patient care quality. 
Ultimately, if the general practitioners give “their” MFAs health management ser-
vices, it is also an act of social recognition and appreciation of their work. Stressful 
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and dissatisfied employees make more mistakes, as noted by Gehring and Schwap-
pach (2014) in their study of 630 doctors and MFAs in German-Swiss medical prac-
tices. 
These and other contexts are included in the Rhodes and Steers (1978) model 
adapted for physician's office in subsection 3.1.3 “Applying the model to general 
practitioners’ surgeries”. Although it is primarily about attendance or absence, the 
illustrated, fundamental relationships between job satisfaction and motivation can be 
successfully transferred to the quality management in general practitioners’ surger-
ies. 
The proposed measures contribute both to patient orientation and safety and to em-
ployee orientation. The latter also because they consider the preferences and the em-
ployee in his individuality. In particular, when the "health on their own" by the 
MFAs in the specifically requested team discussions (G-BA, 2016), a starting point 
could be set here, and then later tackle the action priorities "work organization" and 
"leadership quality" identified in the target system. 
“Quality management supports the practice management and the team in structuring 
work processes, defining responsibilities and identifying risks at an early stage. The 
aim is to align all activities consistently with professional, legal and contractual fun-
damentals - and to orient themselves as close as possible to the needs of patients and 
employees.” KBV (2015- translated by the author)  
In this research, a decision-making procedure on "health management" was presented 
on selected primary prevention measures. The presented decision criteria (ac-
ceptance, effectiveness and cost level) as well as the associated multicriteria deci-
sion-making model can be transferred to other explicitly mentioned application areas 
of quality management in the medical practice: 
- Complaint management 
- Risk management 
- Interface management 
- Error management 
- Emergency management 
- Hygiene management 
7.6 Bridging the implementation gap 
Before the implementation gap at the introduction of the priority list for primary pre-
vention is discussed, the importance of primary prevention for the German general 
practitioners’ surgeries is to be made clear first. This is necessary to work out the 
terms of a successful implementation. 
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7.6.1 The relevance of primary prevention for MFAs 
The delegation of medical activities to qualified non-medical professionals such as 
MFAs is often seen as a solution to the problem of the shortage of physicians and the 
unequal distribution of urban and rural areas. Dini, Heintze et al. (2012) investigated 
in their project AGnES (community-based, e-health-assisted, systemic intervention 
to reduce physicians' workloads) for the German federal state Mecklenburg-
Vorpommern possible relief effects due to the fulfilment of home visits by the 
MFAs. In the preventive area, more than 60% of the general practitioners (n=515) 
rated fall prophylaxis, vaccinations and nutrition advice as important. Although this 
result is not representative for the whole of Germany, since Mecklenburg-
Vorpommern is a typical area state, it shows, as already noted by Regus (2012), that 
measures to promote personal health potential, especially in the case of MFAs, are 
not only have a lifestyle aspect, but also a high importance in job and work design. 
The final report on a study in the metropolitan state of Nordrhein-Westfalen (Dini, 
Hirth et al., 2018), shows a similar result in the field of diagnostics, which is based 
on the "survey of vaccination and smoking status and current drug therapy (incl. self-
medication)" as a task with a high delegation potential. Only 7% of the 724 general 
practitioners responding consider this task to be undelegated, and the potential for 
expansion is classified as "very high". The implementation of the vaccination itself is 
part of the task "medication of intramuscularly injections" into the field of therapy 
and treatment and is considered by 11% of the responding family doctors (n=723) as 
non-delegable. In the field of training and counselling, the task "supporting patients 
with necessary lifestyle changes (nutrition, exercise, social contacts)" is classified as 
non-delegable by almost 12% of general practitioners (n=702), the expansion poten-
tial is also considered "very high" here. 
While the focus for the above studies is on the physician's relief by delegation to the 
MFA, the project "Competence Development of Health Professionals in the Context 
of Lifelong Learning (KeGL)" is about a reorientation of the professional profile of 
the MFAs (Babitsch and von Moeller, 2017), which includes the delegation, but 
which focuses on a broader competence aspect and corresponding training modules. 
"From the point of view of the 43 experts surveyed, the development of new forms of 
supply (larger, more complex units), changes within the supply areas and the emer-
gence of new interfaces between changes across occupational groups relevant to out-
patient, inpatient and public health care for those working in pharmacies and doctor's 
and dental practices. In addition to adapting to scientific advances in medicine, den-
tistry, pharmacy and technology, the professional groups MFA, ZFA, PCA and PTA 
are responsible for new areas of activity and segments, the redistribution of activities 
within the teams and new forms of cooperation with other health professions. In ad-
dition, new forms of communication and increasing consulting activities are re-
quired. From an expert's point of view, aspects related to patient safety, delegation, 
technology and case orientation as well as interfaces with other health professions 
represent occupational changes for the MFA occupational group." (Babitsch and von 
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Moeller, 2017, p. 8 – translated by the author). The MFAs surveyed (n=67) see the 
increasing importance of prevention/health promotion and recognize that patient ed-
ucation (information, training and counselling) is also playing an increasingly im-
portant role. "Prioritizing the results of the expert interviews and the employees 
around the employer survey led to the identification of occupational and cross-
occupational topics on which the initiation of further or new competences is desira-
ble. Prevention and health promotion are one such area." (Babitsch and von Moeller, 
2017, p. 11 – translated by the author). 
7.6.2 Content-oriented and process-oriented perspectives on implementation 
Summarizing the Literature review on the implementation gap from section 3.2.6, 
two levels can be distinguished. On the one hand, the content level, which deals with 
the question of "what should be implemented", and on the other hand the processual 
level, which revolves around the question of "how is implemented and how is this 
perceived". 
The proposed introduction notes on the personal health promoting activities and the 
adaptation possibilities of the standard proposal, as well as its situation-specific inte-
gration possibilities into a quality management concept discuss to a large extent the 
content aspect of the implementation. The importance of primary prevention in a 
changing field of tasks and occupations, as described in the previous paragraphs, 
must also be attributed to the content level. Standardization, decision-making and 
prioritization play an important role for a successful implementation for this level.    
Bowen and Ostroff (2004) criticized the one-sided focus on the content-based ap-
proach, where researchers take into account the inherent virtues (or vices) associated 
with the content of HR practices to explain performance (Sanders et al. 2014, p. 
489). While the content-based approach focuses more on individual HR practice in 
order to achieve a specific goal, the process-oriented approach focuses on creating 
strong situations in the form of shared meaning about the content, which ultimately 
performance increase. The process-oriented approach to HRM highlights the im-
portance of the psychological processes through which employees interpret and re-
spond to the information conveyed in HR practices (Bowen and Ostroff  (2004); 
Ehrnrooth and Björkman (2012) – cited in Piening, Baluch et al. (2014, p. 546)). 
This puts the psychological contract in the spotlight, which for the general practition-
er’s surgery mainly represents the process-oriented aspect. If you follow Sanders et 
al. (2014, p. 492), an implementation challenge is to make the original intention of 
the key stakeholder as unadulterated as possible and unchanged to the employees. 
The work of Nishii et al. (2008) has highlighted the role of key stakeholders, espe-
cially the employee's immediate manager. Following this line of reasoning, the ques-
tion of what roles and behaviours line managers should perform in order to signal 
concern for well-being is receiving growing attention (Shipton, Sanders et al., 2015). 
Since in the general practitioner’s surgery the key stakeholder is also the immediate 
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manager and holder of the psychological contract at the same time, no friction alder 
is to be feared in this respect. 
7.6.3 The psychological contract and leadership ability 
However, this gives the person and personality of the physician and his or her capa-
bility to fulfil the psychological contract and the associated leadership ability a high 
relevance. This coincides with the cross-impact matrix derived from literature re-
view, in which leadership ability was identified as one of the strongest impact factors 
(see Table 2). 
The employee's question about the "why" (Nishii, 2008) or, more generally, "sense-
giving", raises an aspect of the implementation process that, although not a direct 
part of the psychological contract, has a lasting effect on its fulfilment. It is the ques-
tion of the credibility of the employer and his/her motivations associated with the 
introduction. Shipton et al. (2015) found that where employees perceived that HR 
practices were implemented with an eye to their needs and aspirations, they were 
more inclined to report positive attitudes and to behave in a way conducive to the 
achievement of organisational goals. Nishii et al. (2008) draw attention to the fact 
that the success of health and well-being measures depends not so much on their con-
tent, but on the employer’s management-philosophy and the motivation behind rec-
ognized by the employee. 
Scharf, Vu-Eickmann et al. (2019) surveyed 887 employed MFAs between Septem-
ber 2016 and April 2017. A 20-item questionnaire measured desired improvements. 
Those desired improvements, which were closely related to leadership ability were 
among the most common mentions: “I would like the physicians to have educational 
opportunities related to organizational leadership” (75.1%). – “I wish for more ap-
preciation for my work from my supervisor” (60.8%) – “I wish for more understand-
ing by my supervisor” (60.3%). This reveals possible difficulties in the implementa-
tion with regard to the relational promises to fulfil the psychological contract. 
The same study also examined the transactional aspect of performance-based remu-
neration, which is considered by Atkinson (2005), Millward and Brewerton (1999), 
and Pate, Martin et al. (2003) as hygiene factor and precondition for the fulfilment of 
relational promises. “I would like to have a higher salary” was with 759 mentions 
(87%) the most expressed desire for improvement. Scharf et al. (2019a) explain: The 
issue of a low salary remains a crucial aspect, nonetheless. The average monthly 
gross salary of fulltime employees in the service sector in Germany has amounted to 
3,719€ in 2017 (Statistisches Bundesamt, 2018). MFAs usually receive a gross salary 
far below that average. In our study, for instance, only 58.2% of MFAs working full-
time reported to receive a gross salary of at least 2,000€. Close associations of low 
income with poor health have repeatedly been documented (Wood et al., 2012; Mar-
tikainen et al., 2003; Lynch and Kaplan, 1997) and should be considered when ad-
dressing needs to improve the working life of MFAs. 
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In a second evaluation, Scharf, Loerbroks et al. (2019) note that needs pertaining to 
working conditions and reward from the supervisor were the strongest determinants 
of MFAs' consideration of leaving their employer or profession. The difficulties re-
sulting from fulfilling the relational promise of "a pleasant and safe working envi-
ronment" can be described as follows: While MFAs are dissatisfied with many of 
their working conditions (e.g., salary, multitasking), it seems that they perceive very 
limited opportunities to change those conditions (Vu-Eickmann et al., 2017). If they 
would want to talk about improving their working conditions, MFAs would need to 
contact (and potentially criticize) their supervisor, since there are no employee repre-
sentatives in small outpatient practices with few MFAs (Vu-Eickmann et al., 2018). 
In outpatient practices, the direct supervisors of MFAs are commonly physicians 
who employ the MFA and on whom they are thus financially dependent. Therefore, 
most MFAs dissatisfied with their working conditions report to primarily pursue in-
dividual-level strategies, which mainly pertain to exit strategies and thus the inten-
tion to leave the employer or the intention to leave the profession (Kathmann and 
Dingeldey, 2014; Vu-Eickmann et al., 2018). 
In his socio-technical system analysis and evaluation of medical practices, Majumdar 
(2004) points to other fundamental problems which, in the author's view and experi-
ence, make it difficult to fulfil the psychological contract and thus constitute a cause 
of the implementation gap should be considered: 
- Management and management skills have not been systematically taught and are 
not sufficiently imparted in training and education of general practitioners. The gen-
eral practitioners can have a preventive effect on many possible problems if they are 
conscious and targeted of the optimal work structures, conditions and priorities for 
them (e.g. practice form, more collegial exchange, unique selling points, etc.) This 
applies in particular regarding the psychological contract, the fulfilment of which is a 
prerequisite for the necessary commitment of the employees.   
- The central importance of personal competences, especially in the form of self-
management competence, has so far been little or no account taken in the medical 
qualification phase. 
- Management and management tasks are often perceived as at odds with one's own 
professional self-image. Following Ulich (1981) in the context of a psychologically 
qualified approach, it is necessary to take them seriously and to support the general 
practitioner in developing appropriate awareness of the problem and in taking a con-
scious point of view, which then forms the basis for truly "wanted", targeted and 
self-motivated action within the framework of quality management. 
- The particularly close, reciprocal relationships between professional (including 
cooperation with MFAs and dealing with patients) and non-professional (including 
life partners) tasks and areas of private life require a high level of self-competence to 
identify "blind spots". 
216    
DBA Cedric Ballin 
- Self-management as part of the leadership ability is diagnostically and intervening 
as an essential "leverage" in the context of management development in owner-
centred small businesses. 
This assessment of the importance of leadership ability has been reinforced by the 
qualitative interviews with general practitioners on the preference profiles. Although 
the survey is not representative, the fact that only one general practitioner inter-
viewed put the question of the importance of leadership ability first deserves to be 
taken. Significantly, this assessment came from the physician, who corresponded to 
the "Experienced" profile. 
7.7 Summary of results 
The following points summarize the research findings of the chapter “discussions” 
They contain three approaches to introduce the proposed measures and thus contrib-
ute to knowledge for the area "Implementing primary prevention measures in Ger-
man general practitioners’ surgeries".  
Moreover, the research questions 
4. How can the procedure of decision-making be adapted to the specific conditions of 
an individual general practitioner surgery? 
5. What approaches should the general practitioner (as owner) consider if he/she wish-
es to set priorities for the introduction of a health management system?  
are answered:  
 The procedure of decision-making can be adapted: 
- by the design of the proposed measure 
- to the age structure of the staff 
- to the weighting of the decision criteria  
- by adding own measures 
 As part of the "standard proposal" introductory approach, general practition-
ers should prioritize the three measures "Vaccination", "Healthy snack at 
work" and "Training at home". 
 To use the list of suggestions as a starting point for the approach "health 
management", the general practitioner should review beyond the measures for 
personal health promotion, her/his target system for "work organization", 
"job design" and "leadership ability". 
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 To extend the approach of "health management" to the approach "quality 
management", the target system should be focused on "patient orientation" 
and extended by the elements "process orientation", "information security 
and privacy" as well as "communication and cooperation". 
 For a process-oriented approach to the implementation of health management 
systems, the need for leadership ability of general practitioners was devel-
oped as a prerequisite for fulfilling the psychological contract. 
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8. Conclusions 
This research aims to improve the knowledge in health management at general prac-
titioners’ surgeries in Germany with a focus on activities promoting the employees’ 
health potentials. The previous chapters contain a great deal of information and evi-
dence in this respect. This last chapter highlights the salient points that may be used 
for drawing conclusions and which indicate the possible contributions of this study. 
The contributions relate to empirical research, methodology and practical applica-
tion. The limitations of the research undertaken, and possible future research ques-
tions based on the outcomes are also considered in this chapter. 
Since this chapter is a summary, the literature sources are not specified in detail ex-
cept for key results. Rather, it should be referred to the respective sections and pas-
sages in the previous chapters. 
8.1 Contribution to empirical research 
The overall aim of this research was to develop a concept to support stakeholders in 
promoting health supporting activities which facilitate personal health potentials and 
help improve the performance of German general practitioners’ surgeries.  
The development of such a concept affects different areas of research. On the one 
hand, there is health management itself, which includes measures to promote person-
al health potential. Closely associated with this are HRM theories that examine the 
employee-related connections between HR practices and organizational performance. 
Since German general practitioners’ surgeries are usually micro-enterprises, research 
results of the small firm theories had to be considered as far as possible. The pragma-
tist approach taken in this DBA-thesis points to an area that examines the interface 
between theory and practice and whose inadequate support for theory is often de-
scribed as an "implementation gap". 
The literature review found that the following areas can be considered as little ex-
plored (under-researched): 
- Health management in general practitioners’ surgeries 
- Human resource management in micro-enterprises 
- Psychological contract in micro-enterprises 
- Implementation of health management measures 
In the following it is shown, which contribution this work contributes to the closing 
of the research gaps and which further implications can be drawn out. As a pragma-
tist, the researcher is faced with the fact that there are no theories relevant to health 
management in micro-enterprises or to the management of general practitioners’ sur-
geries – let alone that they are also classified as robust and data-driven. As far as 
possible, individual aspects of the theories were substantiated by empirical studies on 
the MFA working environment, which were then integrated into a more comprehen-
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sive framework in combination with the personal contract, which was considered 
appropriate for the situation. 
8.1.1 Health management in general practitioners’ surgeries 
As a contribution to health management, the author developed a target system for 
health management in general practitioners’ surgeries based on a proposal by Walter 
(2007). Adapted to the circumstances of a micro-enterprise, it includes the goals of 
increasing leadership ability, strengthening social and human capital, improving 
health and well-being and improving performance, quality and economic efficiency. 
Within the area strengthening social and human capital, the sub-goals of health-
promoting work design and work organisation and personal health potential (preven-
tion) has been identified. The sub-goal for general practitioners’ surgeries prevention 
was determined as having the highest potential for action. To give this sub-goal a 
particularly high priority is justified by the special role and importance of prevention 
measures in the professional field of MFAs. Prevention is one of the most likely to 
be delegated by the general practitioner. If an MFA can gain personal experience 
with preventive measures, this suggests that she can also contribute them to the pa-
tient relationship in a successful and competent manner. 
As a further contribution to health management, activities that promote personal 
health potential and help prevent illnesses in the workplace were identified in a sys-
tematic literature research. For them, it was examined which peer reviewed articles 
document a reduction of absence. Vaccination programmes, programmes for activity 
promotion (5 different measures) and activities for weight reduction and change of 
nutrition (4 measures) met the selection criteria. 
The success of these proposed activities essentially depends on the acceptance by the 
employees. In general practitioners’ surgeries, measures to promote health are ad-
dressed to the MFAs. In a survey, MFAs of general practitioners’ surgeries were 
asked about their preferences for primary prevention measures. Compared to other 
occupations, this occupational group has an extremely high proportion of women. 
The age structure with two local maxima (instead of one) is atypical. The evaluation 
of the MFA survey provided a comprehensive preference profile for primary preven-
tion. Both willingness to take part in measures and experiences with health-
promoting activities were examined. The acceptance was evaluated for ten different 
prevention measures in the fields of vaccination, nutrition and movement. Age and 
experience-related differences were examined by hypothesis testing for statistical 
significance. 
Possible combinations of measures were evaluated. The most preferred combination 
with a movement and a nutritional program is "Sponsored activities (Fitness, Yo-
ga...)" with "Healthy snacks/food at work". The least coveted combination of 
measures is "Training within a group of colleagues" with "Internal nutrition consult-
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ing with a physician from the medical office." For almost 90% of the MFAs, at least 
one combination was attractive. 
When surveying MFAs according to their preferences, data were also collected to 
assess whether general practitioners’ surgeries problems are to be expected as a way 
of demographic change. The comparison of the age distribution of the MFAs sur-
veyed with the average profiles of female German employees and employees in 
health professions clearly shows that the challenges for general practitioners’ surger-
ies are significantly lower. 
Acceptance is not the only criterion used to decide on the introduction of preventive 
measures in general practitioners’ surgeries. There are also other criteria such as ef-
fectiveness and cost level. Assessment methods have been proposed for these crite-
ria. For prioritization, a multi-criteria decision model was developed and applied. 
The result, the priority list, was subjected to a sensitivity analysis to examine how 
robust the model is against changing criteria weights. 
The assumption that MFAs favour cost-intensive or particularly effective measures 
was also investigated. The hypothesis test revealed: MFAs do not favour the costlier 
individual programs for health promotion. The hypothesis, MFAs prefer the more 
effective of the individual programs for the promotion of health, cannot be rejected 
or confirmed.  
The hypothesis that expensive measures have a higher effectiveness and vice versa 
was tested, too. It must be dismissed, so that the counterhypothesis applies: Cost lev-
el and effectivity of the individual programs for health promotion are in-dependent 
(i.e., the two features are not correlated strong). 
The promotion of personal health potentials (primary prevention) is only a sub-goal 
of health management in general practitioners’ surgeries, which can be assessed in 
terms of acceptance, cost level and effectiveness. The same can be achieved for the 
other sub-goals such as leadership quality, psychosocial well-being, or risk factors. 
As further implication, a system can be set up that compares the status of health 
management in individual general practitioners’ surgeries and can be integrated into 
more comprehensive quality management systems. To promote the achievement of 
goals, a pool of best practices can be built up. 
8.1.2 Human resource management 
As Peccei et al. (2013) point out, the theoretical and empirical picture of the process-
es and mechanisms that combine HR practices, health and well-being with organiza-
tional performance is very complex. On the one hand, there is the fundamental theo-
retical question of whether health-promoting measures only do not contribute to the 
increase in performance but can also be counterproductive under certain circum-
stances. On the other hand, a large number of contingency and context factors make 
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it difficult to develop a coherent overall model. This work addresses the topic of 
health management and human resource management for the first time. 
To answer the question of whether health and well-being is more likely to cause con-
flicting outcomes or mutual gains in terms of performance in German general practi-
tioners’ surgeries, this study contributes by examining two work science models. 
Within these models wherever possible, evidence is substantiated by empirical stud-
ies. These models are the general process model of attendance (Rhodes and Steers, 
1978) and the causal model of absenteeism (Brooke, 1986). 
For the general process model of attendance (Rhodes and Steers, 1978), the author 
examined whether this process model can also be applied to the circumstances of a 
general practitioner's surgery. This research proves that the variables identified in the 
general process model, which have an influence on the presence and absence, can be 
applied to the work situation of MFAs in general practitioners' surgeries. It has been 
demonstrated that taking on primary prevention tasks by MFAs, which are closely 
related to their own primary prevention, offering the opportunity to improve the vari-
able "job situation". For the variable "employee value and job expectations", low 
recognition and low income have been identified as factors influencing attendance. 
The high part-time rate and the associated permanent work-privacy conflict affect the 
variable "satisfaction with job situation". The variable "pressure to attend" is charac-
terized by the balance between work ethic, loyalty to the (small) team and the eco-
nomic pressure. In addition to these variables influencing motivation over the long 
term, the factor illness was identified as a short-term effective of the variable "ability 
to attend". This factor, in turn, is influenced by primary prevention, the subject of 
this research. Overall, the general process model of attendance (Rhodes and Steers, 
1978) suggests that mutual gains will occur, as the expected increase in competence 
and takeover of new tasks, for example in patient counselling and care, will increase 
motivation and reduces absenteeism and thus increases performance. 
The causal model of absenteeism (Brooke, 1986) is used to investigate and analyse 
the direct (endogenous) and indirect (exogenous) influencing factors on absenteeism. 
Apart from “alcohol involvement”, absence is essentially caused by the endogenous 
factors of “satisfaction”, “job involvement” and “commitment”, as well as “health 
status”. For general practitioners’ surgeries, all empirical studies were evaluated, 
which prove an effect on the endogenous factors affecting the exogenous factors. It 
becomes clear that primary prevention and the possible expansion of the range of 
tasks can also be accompanied by conflict outcomes. Taking on new tasks can lead to 
“overload”, “role conflicts” and “role ambiguity”, which in turn directly burden 
health status and are exacerbated and amplified by dissatisfaction. 
One contribution of this DBA-thesis to empirical research into the link between HR 
practices and organisation performance is to find that there are so many contingency 
factors in the German general practitioners’ surgeries that none of the HR theories 
have an adequate systematic model of impact and explanation. As contingency fac-
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tors which, despite the homogeneity of the general practitioners’ surgeries, prevent to 
include the embedding in a theory, were found: high proportion of part-time employ-
ees, extremely high proportion of female employees, atypical age pyramid, lack of 
role of trade unions and professional associations, classification of a doctor's office 
as a service and business enterprise, permanent structural changes in the public 
health system, regulated market with unclear competitive conditions and the size of 
the organisation as a micro-enterprise. 
8.1.3 Small-, medium-, and micro-enterprises 
The size of an organization is not just a contingency factor. It is inversely propor-
tional to the number of researches (and inversely proportional to the economic im-
portance).  
A first promising approach to the formation of an HRM model for general practition-
ers’ surgeries was found in the application of the psychological contract for "Build-
ing high performance employment relationships in small firms" (Atkinson, 2007). 
From differing industries, manufacturing, financial services and information technol-
ogy, and company sizes, it is shown that it is possible to develop a psychological 
contract based on cognitive and affective trust and on distributive and interactional 
justice, which is to be performance-enhancing results. The underlying empirical re-
search (Atkinson, 2005) is based on SMEs with 65 to 90 employees. Even for SMEs 
with a much larger number of employees, Atkinson (2005) argues there is no need to 
make distinctions in terms of the content of the contract. 
The author sees it as a further contribution to empirical research that after examina-
tion and follow-up of the arguments for the psychological contract, the presented 
results are not only for larger enterprises applicable, but also for micro-enterprises – 
as it is general practitioners’ surgeries with 1-5 employees. According to this, ex-
pected performance increases are not solely dependent on a specific HR practice, but 
on the mutual fulfilment of the psychological contract by the employer and the em-
ployee. From this point of view, the employee attitudes, motivation from the process 
model for attendance (Rhodes and Steers, 1978) and satisfaction and commitment 
from the causal model for absenteeism (Brooke, 1986) are to be supplemented by the 
level of trust. 
As a further contribution to empirical research specifically for general practitioners’ 
surgeries, the author proposes an extension and adaptation of an operational model 
proposed by Katou (2013), that is linking HR practices, the psychological contract 
and the organizational performance. It is assumed that the state of the psychological 
contract and related changes control and mediate the relationship between HR prac-
tices and organizational performance. The fulfilment of transactional and relational 
promises by the employer leads to attitudes of the employees, which enable and 
promote the fulfilment of the transactional and relational promises for their part. The 
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factors influencing the promises are based on the best practice proposals of the CIPD 
fact sheets (2008). 
Although this model also has only been validated for SMEs with more than 20 em-
ployees using factor-analytical methods, the considerations and discussions made in 
this DBA-thesis suggest that it also suitable to be a framework for research. The fig-
ure below shows the model in its further development and adaptation for general 
practitioners’ surgeries. Under HR Practices such ones have been included, which, 
according to an expert survey, will be of high or increasing importance for MFAs in 
the future. As a reference for Organizational Performance, in addition to Efficiency 
and Effectiveness, the basic elements of the QM Guidelines (GB-A, 2016), which are 
mandatory for doctors, were included as indicators. The Employee Attitudes were 
supplemented by Trust and italicized, as were the other points Personal health pro-
motion, Employee orientation and Leadership that were specifically examined in this 
research. 
 
Figure 46: Operational HRM-Model for German general practitioners’ surgeries 
(source: Katou (2013) – supplements by the author) 
In addition to the research purpose, the framework can serve as a training and educa-
tion reference model for general practitioners, providing a holistic framework for 
teaching management and leadership skills. It leaves room for different leadership 
styles and enables the performance alignment of the individual practice. It familiariz-
es the physician as an employer with the expectations addressed to him/her. In the 
MFA vocational training, it can be used to clarify the overall context and at the same 
time clarifies the expectations MFAs can have on the physician as an employer and 
what can be expected of her. 
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8.1.4 Implementation gap 
The operational model presented above accomplishes a contribution to bridge the 
implementation gap, since it brings together the content perspective of an HR prac-
tice with the process perspective inherent in the psychological contract. 
In terms of content, the contribution is made via empirical reasoned standardization. 
This concerns both the target system for health management in general practitioners’ 
surgeries and the preference profile of the MFAs and the three implementation con-
cepts developed for the implementation of the priority list with the proposed 
measures to promote the personal health potentials. For SMEs and micro-enterprises, 
the deployment of empirically justified, theoretically sound and, if necessary, adapt-
able standardizations is of great importance due to the time and induction efforts. 
The contribution of a better understanding of the psychological contract is essentially 
to be seen in the fact that it focuses the socio-psychological aspect of the implemen-
tation from the very beginning. Also, content-based and proven concepts can only be 
implemented in a targeted manner and perceived as successful if they are presented 
credibly and meet with mutual trust. This is the only way to use commitment, satis-
faction and motivation to achieve the performance improvement hoped for by the 
respective HR practice. 
In this context, a difference in the psychological contract between SMEs and micro-
enterprises such as general practitioners’ surgeries should be noted. The relationship 
between the physician and the MFA is very close. Both are in daily, direct contact 
and have numerous opportunities to communicate goals, intentions, expectations and 
perceptions. In larger organizations, there is almost always only indirect contact, 
which takes place over several stages. Each stage carries the risk that the original 
goals, intentions and expectations of the "owner" will be distorted by intermediary 
interaction and communication processes and will not be preserved and perceived in 
their originality. 
This brings to the fore another aspect as a contribution, the physician's self-image as 
a manager and her/his leadership ability. Empirical findings for the leadership of 
general practitioners are scarcely available. Majumdar (2004) investigated the need 
for this qualification and stated, that it is not the subject of medical studies. The doc-
tor is educated as a specialist and not as a leader. 
This is in line with the findings of the literature review, which examined which con-
trol levers are most effective for the implementation of a health management system 
in general practitioners’ surgeries. Thus, the promotion of personal health potential, 
the subject matter and contribution of this DBA-thesis, is most important, followed 
by the improvement of the leadership ability of general practitioners and a health 
enhancing job design. 
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8.2 Contribution to methodology 
From a methodological point of view, this study was carried out with a two-stage 
research design that follows a pragmatic philosophy. The first stage was carried out 
using a quantitative method as an MFA survey. Its results were incorporated into a 
broader qualitative oriented decision-making process to prioritize prevention 
measures, which was reflected in qualitative interviews with general practitioners in 
the second stage. The author feels committed to pragmatism and accordingly con-
cepts, theories and models become particularly relevant if they have a high degree of 
relevance to the general practitioners’ surgeries in their consequences. 
As a pragmatist, the author acknowledges that there are manifold ways to interpret 
excerpts of reality and conduct research. Different perspectives lead to different per-
spectives of the same reality section, which in turn lead to different decisions with 
possible options for action. To show how these different perspectives of different 
stakeholders can be handled in a systematic (and thus interactional and distributive 
justice) decision-making process and implemented in a goal-oriented list of priorities, 
is as a result the author's main contribution to methodology. The overall concept as 
used throughout in the development of the priority list is shown in the following fig-
ure. 
 
Figure 47: The multi-criteria decision-making model for German general practition-
ers’ surgeries 
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For measures to promote the personal health potential of MFAs, the different per-
spectives of acceptance, effectiveness and cost level were identified, which then find 
their way into the decision-making method as decision criteria in the Targets branch. 
For further development, they must then be weighted in consultation with stakehold-
ers and provided with possible indicators for evaluation. 
For the Measures branch, the first step is to identify as many alternatives as possible 
that could contribute. In order to ensure manageability, the realistic alternatives will 
then be filtered out, if possible, also in consultation with the stakeholders. In the case 
of health management in general practitioners' practice, the initial more than 25,000 
articles in relevant databases were restricted into a drill-down process to those for 
which peer-reviewed articles demonstrated the efficiency of reducing absence was 
documented. Finally, ten preventive measures for MFAs were shortlisted after the 
exclusion of further measures which are more likely to be classified as individual 
medical treatment (e.g. alcohol and other addiction problems) and then an evaluation 
according to the criteria of acceptance, effectiveness and cost level was carried out. 
Acceptance was assessed according to the preference profile, and the peer-reviewed 
articles were used to assess effectiveness. The cost level was estimated based on 
practical values in a pair-by-case comparison. 
A prioritizing concept is, on closer inspection, a ranking problem in which the differ-
ent perceptions of the stakeholders are placed in a comprehensible order. One meth-
od of solving ranking problems is multi-criteria decision analysis (MCDA). This 
method was developed to provide answers to complex questions with several diver-
gent stakeholder interests (Ishizaka and Nemery, 2013). The idea of MCDA is not to 
find the one correct decision, which solves the problem, but the results will be a list 
with all possible activities ordered by priorities. The priority list generated with the 
M-MACBETH software (Bana e Costa, De Corte et al., 2014) shows a ranking of all 
measures considering all three decision criteria, thus presenting the most favourable 
activities (see Figure 36). The results were then also used with M-MACBETH soft-
ware executing a sensitivity analysis to determine the extent to which deviations in 
assessment and weighting by the stakeholder perspectives lead to a different ranking 
of priorities. The outcomes were included as a contribution to empirical research. 
In the second stage of this research, the manageability and completeness of the deci-
sion model was examined in structured interviews. This revealed that the average of 
the weighting of the decision criteria acceptance, effectiveness and cost level in the 
structured interviews does not deviate significantly from the proposed weightings in 
the priority list. 
From a methodological point of view, the proposed decision-making model can be 
seen as part of the operating model (Figure 46) as a participatory model for negotiat-
ing the psychological contract. For the employer, the understanding of the employ-
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ees’ preferences becomes clearer, and the latter, in turn, will appreciate that not only 
their preferences are considered, but that their interests are also considered in the 
weighting and evaluation of the decision criteria. It seems obvious that satisfaction, 
motivation, commitment and level of trust improve promisingly. 
As a method for bridging the implementation gap, it can make a valuable contribu-
tion, especially if, as described above, it has been used as a participatory model of 
action, as mutual knowledge of stakeholder perspectives has an interest-balancing 
effect. 
The decision-making model applied in this research, uses the acceptance by employ-
ees, cost level and professional effectiveness as decision criteria. These reflect the 
perspectives of internal stakeholders. As an increasingly important perspective of 
public stakeholders, which should be taken into account in all decisions, the "CO2 
resource consumption" could be included in the decision-making process as an addi-
tional standardized decision criterion. At first glance, this does not seem to be im-
portant in primary prevention measures. If one considers that, for example, individu-
al trips to the fitness centre mean significantly more CO2 equivalents than group 
training at the workplace or that different diets can lead to significantly different eco-
logical burdens, it quickly becomes clear that even micro-enterprises can, or should, 
incorporate environmental considerations in their decisions. This criterion would 
then be conceivable, for example, a weight of 10%. As an indicator, the author would 
recommend the so-called "Ecological Footprint", which is increasingly available for 
various activities. According to the methodology, the weighting should be checked 
for robustness by means of sensitivity analyses. 
As a further contribution to methodology, the cross-impact matrix practiced by the 
author and designed for this purpose will be seen. In a given target system where 
sub-targets can reinforce each other, can be conflicting with each other, or have no 
dependencies, a cross-impact matrix can, following Zangemeister (2014) be used to 
identify the target that is the first to be addressed. The interdependencies between 
two targets are examined based on theoretical and empirical models and are recorded 
weighted according to the strength of the relationship. In this DBA thesis, the method 
for the target system of health management in the general practitioners’ surgeries 
was developed and resulted in the conclusion that primary prevention, leadership 
ability and job design come first, as they have a particularly high impact on the other 
targets. 
8.3 Contribution to practice 
In developing an operating model (Figure 46) based on a framework with two sys-
tems (Katou, 2013) adopted by HR professionals, the psychological contract system 
and the HR practices system, the author suggests that the model presented in this 
DBA thesis may contribute to HR practice. The developed decision-making model 
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for the priority list (Figure 47) also contributes to HR practice by using it at the inter-
face of theory and practice to close the implementation gap. 
There is no Human Resource Management concept for German general practitioners, 
so this work is breaking new ground. With the preference profiles, the prepared 
measures (standard proposal) and the implementation recommendations, the practical 
doctors are provided with instruments that facilitate practice management and save 
valuable time of the general practitioners as it was confirmed in the qualified inter-
views. 
The benefit and value of the framework beyond the time saved results from the pos-
sibility of using the framework to reflect the link between HR practice and perfor-
mance. The impulse to see the framework of one's own surgery in the categories of 
the psychological contract helps to improve one's own management skills, which are 
not part of the training as a general practitioner. The mutual fulfilment of the psycho-
logical contract as an indispensable prerequisite for the implementation of any HR 
practice - and health management is just one of many recommended - to recognize 
ensures the sustainable success. This becomes all the more important as the cost 
pressure and the quality requirements increase. Thus, not only the medical profes-
sional qualification, but also the motivation, satisfaction and commitment of the 
MFA team becomes more important. 
Another benefit of the framework is the ability to use the indicators for fulfilling the 
psychological contract to develop a profile of strengths and weaknesses for one's 
own surgery and thus position oneself in the competition. First, in comparison with 
other general practitioners’ surgeries, but also in comparison with the competitors 
mentioned in sub-section 2.2.3: Group practices and practice sharing, specialist sur-
geries, or medical care centres. If general practice is aimed at a high proportion of 
lucrative private patients, the indicators and the framework also offer the opportunity 
to put one's own practice to the test.   
The decision-making model (Figure 47) shows the structure of the model and at the 
same time identifies comparable decision situations from the quality management of 
a physician's practice, in which, in the author's opinion, the model could be used 
equally. For example, in hygiene management, the permanent compliance with disin-
fection measures can only be guaranteed if they are accepted and internalized by the 
MFAs. The assessment of effectiveness, like primary prevention, is based on the ex-
pertise of the physician and the MFAs, as well as on relevant studies, literature re-
views and guidelines from the medical associations and professional organizations. 
For example, in order to increase effectiveness, the medical associations recommend 
not only suitable emergency equipment as part of emergency management, but also 
regular team training. The third criterion, the cost level, could be estimated like that 
of primary prevention. The main cost factor is the time spent. If, for example, com-
plaint management complies with the rule that "complaints are whenever possible, a 
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matter for the boss", this is more cost-intensive than the friendly handling of patients, 
in order to counter the complaints in advance. 
A further benefit and contribution to HR practice is seen in the fact that the devel-
oped models can be adapted to other situations and questions, i.e. have a generic 
character, which is briefly outlined below. 
8.3.1 Adaptation to individual stakeholder realities 
For the multi-criteria decision-making model developed, the options for adapting 
own measures, changing weightings, considering the age structure and selecting pos-
sible individual measures were explained. Without much effort, the multi-criteria 
decision-making model can be flexibly adapted to individual circumstances, both in 
terms of criteria and measures. In addition to the decision criteria acceptance, effec-
tiveness and cost level, further decision criteria can be included. Likewise, the 
weights can be changed and the indicators for the measurability of the criteria. The 
proposed ten measures can be replaced or supplemented by own proposals. This al-
lows general practitioners to create a list of priorities tailored to their own needs. 
8.3.2 Specializations of medical practices with MFAs 
A first approach to the transfer of outcomes would be the specialists from different 
medical disciplines, who also employ MFAs. In square brackets the number of phy-
sicians according to the statistics of the Medical Chamber (2017). 
Paediatrician practices [physicians in child and adolescent medicine 14,466, of which 
outpatient 7,244]: Structurally, these surgeries are best compared to the general prac-
titioner’s surgery, so that the results of the MFA survey could most likely be trans-
ferred to MFAs in such practices. Only the domiciliary visit function differs. The 
issue of prevention by vaccination has a much higher importance in paediatrician 
practices, since the basic immunizations are already being carried out in the infant 
age.  
Specialists for geriatric: The (few) specialist surgeries with a focus on geriatrics 
show a similarly high transfer potential. In them, the domiciliary visit is rather in the 
foreground. In the case of vaccinations, the focus is clearly on influenza vaccination, 
as the older persons are among the risk groups, while the further vaccination protec-
tion has often been reached in the final. In a MFA survey, it is possible that the val-
ues for movement promotion and nutritional advice would be higher for this group, 
since the activity can be experienced for the MFA, where malnutrition and lack of 
exercise may lead to. 
Internists [52,158, of which 25,289 outpatients]: Also, specialized practice with a 
focus on internal medicine has similar structures as general practitioners’ surgeries. 
Even there, primary prevention (including vaccination) belongs to the original tasks, 
so that the related tasks for the MFA have a special meaning and influence their pref-
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erence profile with it. However, the "Internist" usually eliminates the obligation to 
make home visits. Since the other working environment is comparable to that of a 
general practitioner’s surgery, it is likely that the list of priorities from the MFA sur-
vey would be very similar.   
Diabetologists: For MFAs at diabetologists (Diabetes is one of the most widespread 
common diseases in Germany) is like MFAs in geriatrics. Their attitude towards per-
sonal health promotion measures is also likely to be influenced by the fact that they 
are given daily sight of the consequences of malnutrition and lack of exercise. 
Gynaecologist and obstetrics [18,253, of which 11,500 outpatients]: The vaccination 
spectrum offered is essentially reduced to the HPV vaccination, which could also be 
carried out by the MFA. The tasks of the care of the physician are just as limited as 
the tasks of primary prevention, if one does not foresee that the advice of pregnant 
women is often directed towards movement, nutrition, alcohol and nicotine waiver. 
Occupational physicians [3,282]: The range of vaccinations in the priority list is ex-
tended, as they often also make vaccination for travel. The use of the vaccinations 
recommended by the STIKO is currently not possible due to a gap in the Prevention 
Act (DGAUM, 2017). Therefore, the adoption of these tasks for MFAs is not yet a 
realistic perspective. Occupational physicians are often involved in the introduction 
of health management systems in large and midsize enterprises, thus further possibil-
ities and concepts for health-promoting measures exist, in which MFAs are involved 
or could be involved. Occupational physicians are more often concerned with the 
stress-causing factors such as work organization, job design and leadership behaviour 
than general practitioners. The MFAs that support them are likely to have a higher 
sensitivity to these influencing factors of health. 
In total, this will increase the number of MFAs that could benefit from the introduc-
tion of measures to promote personal health potential by a total of around 50,000 to a 
total of around 250,000. 
8.3.3 MFAs in surgeries in other fields 
The surgeries mentioned above in which MFAs are active are characterized by the 
fact that they have a different, but still existing, proximity to primary prevention. 
This is not usually the case with other disciplines such as radiology, orthopaedics, 
urology, etc. Correspondingly, the medical competence is not exactly in the area of 
prevention and the MFA performs tasks in the medical field. (e.g. hearing tests at ear, 
nose and throat specialists).  
For these disciplines, the results of the MFA survey and the priority list can only be 
applied with restriction, because some measures e.g. vaccinations or internal nutri-
tion counselling cannot be executed. In addition, the medical specialists as competi-
tors of general practitioners have a higher throughput and thus often also a more 
anonymous relation to the patient (cf. 2.2.3). This makes it difficult to live and prop-
agate a whole-person approach, such as primary prevention. 
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Although the priority list and the framework for the MFAs employed in these organi-
zations (around 350,000 additional persons) is not directly implementable, it can be 
helpful in developing a "Healthy in Health Professions" mission statement. 
8.4 Limitations of the research 
The conclusions presented above were obtained from data from a survey of about 
200 MFAs, the evaluation of studies and qualitative interviews with typed general 
practitioners. The design of data collection and evaluation was structured and docu-
mented in such a way that it leads to valid and replicable results. However, it must be 
recognised that, as with any research, there are limitations. 
The MFA survey as the basis of the preference profile was created by surveying 
MFAs participating in training events. Limitations lie in the choice of participants, 
randomizing over the time and location as well as possible fashion trends in the 
healthcare sector. 
The selection of participants was limited to those MFAs who could participate in 
training events. MFAs without readiness and/or opportunity to train may have differ-
ent preferences. 
Although the selection of events for the survey was based on a representative princi-
ple, it did not rule out possible distortions caused by random waves of disease (e.g. 
flu or measles waves affecting vaccination preferences). The same applies to the se-
lection of the places where the surveys took place. In this way, it cannot be ruled out 
that regions with different social structures has also responded differently. 
Limitations based on fashion trends in healthcare mean that different interest groups 
bring prevention-relevant health issues such as certain types of yoga, Xi gong, die-
tary supplements, diets, etc. to the fore in the media, which next season, according to 
a fashion trend, will no longer show up. This circumstance may have influenced the 
open question envisaged in the MFA survey. 
Limitations in terms of studies concern, on the one hand, the selection of measures to 
promote personal health potential and, on the other hand, the structure of the opera-
tions model (Figure 46). The exclusive use of peer-reviewed articles is a harsh yard-
stick that may ultimately have led to prevention measures that are effective but not 
published in peer-reviewed articles were not included in the survey.  
The limitations of the operations model lie in the modelling underlying assumptions, 
which were almost taken over during the further development. According to Katou 
(2013) these are the following four points: 
First, there is a lack of psychological contract research referring to employer 
and employee promises fulfilment. Second, there is a lack of previous psycho-
logical contract research treating organizational performance as the ultimate 
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dependent variable. Third, there is a scarcity of research considering that HR 
practices are antecedents of employer and employee promises fulfilment, espe-
cially for non-Western contexts investigating the HR practices – psychological 
contract - organizational performance relationship. Fourth, although the con-
cept of psychological contract originated from outside HRM literature, it is 
used in explaining how HR practices predict employee attitudes and behaviours 
within the psychological contract. 
Finally, it should be noted that a general limitation arises from the fact that it is ulti-
mately an investigation and disclosure of personal health behaviour and lifestyle. 
Since this is more or less aware of all involved, for the MFAs as well as for the phy-
sicians, only the question of Majumdar (2004) concerning social desirability can be 
quoted: Do they want, what they should want? 
8.5 Future research 
This section subsumes the contributions from the previous sections and proposes 
further research that build on this DBA thesis. The main concern of this research is to 
further consolidate, stabilize and demonstrate a wider range of applications for the 
both models, the operational HRM-Model (Figure 46) and the decision-making mod-
el (Figure 47). 
At the heart of the operational HRM-Model is the psychological contract, for which, 
according to the author, it should be investigated whether “mental models” (Biggs et 
al., 2011) can be used to achieve an even better understanding of the relationships, 
especially in the health sector. This applies both to the different concepts that the 
partners of the social contract associate with the respective content, such as employee 
satisfaction, as well as to the influencing factors, such as feedback for performance 
by the manager, which are culturally influenced and shaped by different experiences 
of socialization. 
Further research could help to further investigate the relationship structure within the 
operations model and strengthen the empirical basis for the general practitioners' 
surgeries, including long-term studies. Addressing the largely unexplored leadership 
behaviour of physicians could help to better understand the dynamics of the model 
and gain a better insight into the relationship between leadership ability and organi-
zational performance. 
German General practitioners’ surgeries are owner-managed micro-enterprises. For 
them, this DBA–research has developed an operational model that considers their 
specific HR practices, their specific interpretations of the psychological contract and 
their specific performance requirements. For similar structured micro-enterprises 
such as lawyers' and notaries' offices, the approach would have to be explored in 
terms of direct transferability. The transferability of the results is based on the target 
system for the standardization of health management in SMEs. For general practi-
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tioners’ surgeries, it has proved to be an appropriate framework for the development 
of a priority approach. Further research could demonstrate the potential benefits, but 
also limitations, by standardizing health management in model development and im-
plementation for SMEs that cannot afford comprehensive research themselves. 
For SMEs that are not classified as micro-enterprises, the decision-making model 
comes into focus. As stated above, it can be used as a participatory model of proce-
dure for the negotiation of the psychological contract. If one sees decision-making in 
complex situations as an important leadership responsibility and management task, 
further research into the scope of application of this approach could make a sustaina-
ble contribution to future leadership and management activities - both under theoreti-
cal and practical relevant aspects. 
8.6 Summary 
In summary, the author argues that this DBA-research study contributes to the body 
of knowledge both in developing and presenting models for operating and decision-
making in health management of German practitioners’ surgeries. 
As a core contribution to empirical research in health management, the preference 
profile of MFAs and a priority concept for implementation are developed that takes 
employee preferences into account. The operational HRM model serves as a contri-
bution to empirical research, which opens further starting points for debates on the 
link between HR practice and organisational performance, such as the fulfilment of 
the psychological contract in micro-enterprises like general practitioners’ surgeries. 
The implementation of primary prevention based on the priority concept of measures 
of primary prevention is a further contribution to empirical research. 
The core contribution to methodology is the decision-making model for general prac-
titioners, on the basis of which the priority concept was developed taking into ac-
count different stakeholder perspectives. As a further contribution to the methodolo-
gy, alternative generation is carried out in the decision-making model. A cross-
impact analysis shows that the introduction of measures to promote personal health 
potential (primary prevention) compared to others like i.e. job design is most target-
ed. 
The contribution to practice argues that no model for HRM and health management 
for German general practitioners’ surgery is available and that the two models devel-
oped make a significant contribution to HRM and HR practices. Both models were 
focused on general practitioners in their development and were based on evaluations 
of the occupational field of MFAs. As a further contribution of practice, a check is 
carried out for other MFAs’ fields of activities and profession (e.g. for specialist 
practices). 
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The limitations result from the general difficulties that studies with a social science 
background raise. These relate to the evaluation of surveys, assumptions on model 
development and questions of social desirability. 
Further research can explore relevance beyond micro-enterprises to SMEs in general, 
demonstrating the relevance of the two models in other environments as participative 
approaches. This would create additional benefits for HRM theories and HR practic-
es in management and leadership. 
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10. Appendices  
Appendix 1: Abbreviations 
AGnES Community-based, e-health-assisted, systemic intervention 
to reduce physicians' workloads (German: Arztentlastende, 
 
Gemeindenahe, E-Healthgestützte, Systemische Interven-
tion) 
AHP Analytic hierarchy process  
ÄApprO Medical Licensure Act for Physicians (German: Approba-
tionsordnung für Ärzte)  
AMO Ability (A), Motivation (M) and Opportunity (O)  
ANP Analytic network process   
ArbSchG German Occupational Safety and Health Act (German: Ar-
beitsschutzgesetz)  
ASiG German Occupational Safety Act (German: Arbeitssicherheits-
gesetz)  
BÄK       German Medical Association (German: Bundesärztekam-
mer)  
BARMER GEK Name of a great health insurance company (German: 
Barmer Ersatzkasse und ehemals Gmünder Ersatzkasse)  
BDSG German law about data protection (German: Bun-
desdatenschutzgesetz)  
BetrVG Works Constitution Act (German: Betriebsverfassungsge-
setz)  
BG  German employer's liability insurance association (German: 
Berufsgenossenschaft)  
BGB German Civil Code (German: Bürgerliches Gesetzbuch)  
BGW Liability Insurance Association for Health Service and Welfare 
Work (German: Berufsgenossenschaft für Gesundheit und 
Wohlfahrtspflege) 
BIBB Federal Institute for Vocational Education and Training 
(German: Bundesinstitut für Berufsbildung)  
BMG Federal Ministry of Health (German: Bundesministerium für 
Gesundheit)  
BSC Balanced Scorecard  
BZgA     Federal Centre for Health Education (German: Bundeszent-
rale für gesundheitliche Aufklärung)  
destatis Federal Statistical Office (German: Statistisches Bun-
desamt)  
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DGAUM German Society of Occupational and Environmental Medicine 
(German: Deutsche Gesellschaft für Arbeitsmedizin und Um-
weltmedizin e. V.) 
DGUV German Social Accident Insurance (German: Deutsche Gesetz-
liche Unfallversicherung) 
DissOnline Thesis Online Service of DNB (German: Dissertationen 
Online)  
DNB      German National Library (German: Deutsche Nationalbibli-
othek)  
DVD Digital Versatile Disc  
ENT Ear-nose-threat   
EPA European Practice Assessment (German: Europäisches 
Praxisassessment)  
EStG Income Tax Act (German: Einkommensteuergesetz)  
EThOS  Electronic Thesis Online Service  
G-BA Federal Joint Committee of Insurance Companies and Phy-
sicians (German: Gemeinsamer Bundesausschuss)  
GewStG German Trade Tax Act (German: Gewerbesteuergesetz)  
GKV Statutory health insurance (German: Gesetzliche Kranken-
versicherung)  
GOÄ German Medical fee schedule (German: Gebührenordnung 
für Ärzte)  
GP General practitioner  
HIV Human immunodeficiency virus (German: Humanes Im-
mundefizienz-Virus)  
HPV Human papillomaviruses (German: Humane Papillo-
maviren)  
HPWP High Performance Work Practices  
HR         Human Resource  
HRM Human Resource Management  
HzV Family doctor-centred health care (German: Hausarztzen-
trierte Versorgung)  
ICD10    International Statistical Classification of Diseases and Re-
lated Health Problems (Revision 10)  
IGA        Health and Work Initiative (German: Initiative Gesundheit 
und Arbeit)  
IGeL Individual Health Services (German: Individuelle Gesund-
heits-Leistungen)  
KeGL Competence Development of Health Professionals in the  
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Context of Lifelong Learning (German: Kompetenzentwick-
lung von Gesundheitsfachpersonal im Kontext des Le-
benslangen Lernens) 
KMK Standing Conference of the Ministers of Education and Cul-
tural Affairs of the Länder in the Federal Republic of Ger-
many (German: Kultusministerkonferenz - Kurzform für 
Ständige Konferenz der Kultusminister der Länder in der 
Bundesrepublik Deutschland)  
KTQ Cooperation for transparency and quality in health care (Ger-
man: Kooperation für Transparenz und Qualität im Gesund-
heitswesen) 
KV Association of Statutory Health Insurance Physicians (Ger-
man: Kassenärztliche Vereinigung)  
KVB    Bavarian Association of Statutory Health Insurance Physi-
cians (German: Kassenärztliche Vereinigung Bayern)  
MACBETH Measuring Attractiveness by a Categorical Based Evalua-
tion Technique  
MAUT Multi-attribute utility theory   
MCDA   Multi-criteria decision analysis  
MFA Medical Assistent (German: Medizinische Fachangestellte)  
MQLD Quality Network Langen Dreieich (German: Medizinisches 
Qualitätsnetz Langen Dreieich)  
MVZ      Medical Service Centres (German: Medizinisches Versor-
gungszentrum)  
OHS Occupational Health and Security  
OP Organizational Performance  
OSH Occupational Safety and Health  
PKV Private health insurance funds  
PTA Pharmaceutical technician (German: Pharmazeutisch-
technische Assistenten)  
PrävG Präventionsgesetz (Prevention Act)  
QEP Quality and development in surgeries (German: Qualität und 
Entwicklung in Praxen)  
QM Quality management (German: Qualitätsmanagement)  
QM-RL Quality management guidelines of G-BA (German: Quali-
tätsmanagement-Richtlinie)  
REC Record of ethical conduct   
RKI Robert Koch Institute (German: Robert Koch Institut)  
SD Standard deviation  
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SGB German social security code (German: Sozialgesetzbuch) 
SHI Social health insurance  
SMC Small and medium sized companies 
SME Small and medium sized enterprises 
STIKO Standing Committee on Vaccination at the Robert Koch 
Institute (German: Ständige Impfkommission am RKI) 
TBE  Tick-borne encephalitis (TBE) 
TK Name of a great health insurance company (German: Tech-
nikerkrankenkasse) 
UK United Kingdom 
UStG Value Added Tax Act (German: Umsatzsteuergesetz) 
VeraH Care assistant in the domestic practice (German: Ver-
sorgungsassistentin in der Hausarztpraxis)  
VVG German Insurance Contract Act (German: Versicherungs-
vertragsgesetz) 
WB Well-being 
WHO World Health Organization 
WHP Workplace health promotion 
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Appendix 2: Results of literature research “Personal health potentials” 
 
Title Relevant Explanation 
Workplace interventions to prevent musculoskeletal 
and visual symptoms and disorders among computer 
users: a systematic review (Brewer, Van Eerd et al., 
2006)  
Yes Systematic evaluation 
of existing studies 
A study of the experiences of participants following 
attendance at a workshop on methods to prevent or 
reduce work-related musculoskeletal disorders 
No The focus is to narrow 
only on sonographers 
amongst sonographers (Gibbs and Young, 2011)  
NIOSH research efforts to prevent musculoskeletal 
disorders in the healthcare industry (Waters, Collins 
al., 2006) 
et 
Partly The focus is on the 
healthcare sector but 
on big organisations  
A randomised controlled trial on whether a participa-
tory ergonomics intervention could prevent musculo-
skeletal disorders.(Haukka, Leino-Arjas et al., 2008) 




we prevent prevention of musculoskeletal disor-
in the workplace (Melhorn and Gardner, 2004) 
Yes Example for costs 
employee illness 
of 
Elimination of manual patient handling to prevent 
related musculoskeletal disorders (Bunke, 2008) 
work- No No more information 
available 
Regulatory actions to prevent 
skeletal disorders--the use of 






Clinical update in musculoskeletal medicine. "Joint 
motion" gaining momentum: worldwide effort to re-
search, manage, and prevent musculoskeletal disor-




A test of two training interventions to 
related musculoskeletal disorders of 
ty (Faucett, Garry et al., 2002) 
prevent work-
the upper extremi-
No Very focused 
group 
small 
Position statement: elimination of manual patient han-
dling to prevent work-related musculoskeletal disorders 
(2004) 
No Focus on nursing 
Results of search for ‘prevent work-related musculoskeletal disorders’ 
 
Title Relevant Explanation 
Work-related Violence and Incident Use of Psy- No Insufficient information 
chotropic (Madsen, Burr et al., 2011) 
Mental Health and Work: Issues and Perspectives No Focus on Australia 
(Morrow, Verins et al., 2002) 
Improving responses to depression and related Partly Focus on Australia 
disorders: Evaluation of an innovative, general, 
mental health care workers training program. 
(Graham, Julian et al., 2010) 
Staying Sane May Be Easier Than You Think. No Focus on private life. Not 
(cover story) (Cloud, 2009) academic 
Preventive Interventions under Managed Care: No Too regional with a focus 
Mental Health and Substance Abuse Services. on USA 
Special Report. (Dorfman, 2000) 
Emotional literacy in health services: Functions, No only for the nurses 
applications and implications (Santos, Freitas-
Magalhães et al., 2010) 
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Title Relevant Explanation 
The theoretical basis of preventive mental health Yes Very theoretical and more 
work (Saari, 1981) general prevention and not 
work prevention 
National Association for Mental Hygiene: its ori- No Information about a psy-
gins, purposes, and personnel (National chological foundation 
Association for Mental Health, 1929) 
Results of search for ‘prevent mental disorder’ 
 
Title Relevant Explanation 
Allergies in occupational health. 
pects (Vicente-Herrero, Torre et 
Prevention 
al.) 
as- No Not available in English 
Cost-benefit analysis in occupational health: a 
comparison of intervention scenarios for occupa-
tional asthma and rhinitis among bakery workers. 
(Meijster, van Duuren-Stuurman et al., 2011)  
partly The focus is on 




Occupational respiratory diseases in South Afri-




Occupational asthma as identified by the Surveil-
lance of Work-related and Occupational Respira-
tory Diseases programme in South Africa 






in the Slovene area No Many relevant figures but 
for Slovenia and not Ger-
many 
Occupational contact dermatitis I: incidence 
return to work pressures (Emmett, 2002) 
and No Focus on dermatitis, irrele-
vant geographic region 
Respiratory diseases in confined non-industrial 
working environments (Muzi, Murgia et al., 2006) 
No Medical focus 
Chemical hazards 
et al., 2000) 
in radiology (Byrns, Palatianos No Focus on physicians 
Occurrence and causes of occupational asthma 
in South Africa--results from SORDSA's Occupa-
tional Asthma Registry, 1997-1999 (Esterhuizen, 




Results of search for ‘prevent respiratory diseases’ 
 
Title Relevant Explanation 
Occupational vaccination of health care workers: Yes  
Uptake, attitudes and potential solutions 
(Vagholkar, Ng, Chan, Bunker, & Zwar, 2008) 
Knowledge, attitudes and beliefs of health care partly Good study about the think-
workers towards influenza vaccination. (Mytton, ing of healthcare workers 
O’Moore et al., 2013) about vaccines 
Flu -- to jab or not to jab? (Hall, 2013) partly  
Sustained low influenza vaccination rates in US No Irrelevant geographic region
healthcare workers (Caban-Martinez, Lee et al., 
2010) 
Containment of Polioviruses After Eradication No Not focused on occupational
and OPV Cessation: Characterizing Risks to medicine 
Improve Management (Dowdle, Van der Avoort 
et al., 2006) 
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Title Relevant Explanation 
Rapid response to a case of mumps: implications No Not focused on occupational 
for preventing transmission at a medical research medicine 
facility. (Salmón-Mulanovich, Utz et al., 2009) 
Immunisation policy (Dunn, 2008) Yes  
A safe pair of hands (Hargreaves, 2008) No The content is about training 
for nurse 
Improving influenza immunization uptake in Yes  
healthcare workers (Preece, 2012) 
Healthcare workers and immunity to infectious No Irrelevant geographic region 
diseases (Vagholkar, Ng et al., 2008)  
Specific immunization issues in the occupational No  Irrelevant geographic region 
health setting. (Baxter, 2007) and focus on legal issues 
Hepatitis B in Moroccan health care workers No  
(Djeriri, Laurichesse et al., 2008)  
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Appendix 3: Original (German) questionnaire 
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Appendix 4: Results of the questionnaires 
Prevention activities for employees in general practitioners’ surgeries    
      
Returned questionnaires 203     
Completed questionnaires 194     
      
Gender      
Female 194     
Male 0     
      
Age      
18-25 59     
26-35 34     
36-45 49     
46-55 35     
56-65 15     
66+ 0     
No answer 2     
      
      
What kind of general practitioner surgery you work for?     
      
General practitioner 165 85%    
Gynaecologist 9 5%    
Other 6 3%    
No answer 14 7%    
      
Are there activities for health management in your general practitioner surgery?   
      
Yes 45 26 %   
No  129 74 %   
Sum answer 174 100 %   
      
No answer 20 10 %   
If yes what, if no why?      
Check-up, Vaccines, nutrition advise      
Would you join a health prevention program?      
Yes   97 68 %   
No 46 32 %   
Sum answer 143 100 %   
      
No answer 51 26 %   
      
If yes what, if no why?      
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Which programs for activity promotion you would join?      
more 
 yes yes depends more no no sum 
Training at the workplace (max. 10 min) 43 38 52 30 17 180 
Training at home (max. 10 min) 26 64 44 34 11 179 
Sponsored activity after work (Fitness, Yoga, etc.) 49 62 38 23 13 185 
With a counter for the steps or a fitness watch 36 51 31 40 24 182 
Training within a group of colleagues 25 46 54 36 20 181 
       
more 
 yes yes depends more no no sum 
Training at the workplace (max. 10 min) 24% 21% 29% 17% 9% 1 
Training at home (max. 10 min) 15% 36% 25% 19% 6% 1 
Sponsored activity after work (Fitness, Yoga, etc) 26% 34% 21% 12% 7% 1 
With a counter for the steps or a fitness watch 20% 28% 17% 22% 13% 1 
Training within a group of colleagues 14% 25% 30% 20% 11% 1 
       
 Yes No     
Training at the workplace (max. 10 min) 45% 26%     
Training at home (max. 10 min) 50% 25%     
Sponsored activity after work (Fitness, Yoga, etc) 60% 19%     
With a counter for the steps or a fitness watch 48% 35%     
Training within a group of colleagues 39% 31%     
       
Which activities for weight reduction and change of nutrition would you support?    
       
more 
 yes yes depends more no no sum 
Would you join a group session with an external consultant? 20 40 48 42 29 179 
Would you join a single session with an external consultant? 26 58 45 27 24 180 
Would you join a session with a medical physician from your medical of-
fice? 15 31 42 52 36 176 
Would you like to get healthy snacks/food at work? 106 47 15 7 8 183 
       
more 
 yes yes depends more no no sum 
Would you join a group session with an external consultant? 11% 22% 27% 23% 16%  
Would you join a single session with an external consultant? 14% 32% 25% 15% 13%  
Would you join a session with a medical physician from your medical of-
fice? 9% 18% 24% 30% 20%  
Would you like to get healthy snacks/food at work? 58% 26% 8% 4% 4%  
       
       
Would you join a group session with an external consultant? 34% 40%     
Would you join a single session with an external consultant? 47% 28%     
Would you join a session with a medical physician from your medical of-
fice? 26% 50%     
Would you like to get healthy snacks/food at work? 84% 8%     
       
       
Do you regularly use vaccine in your private life?       
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 Yes No    
 145 37 182   
      
 Please explain why or why not. 
     
Polio      
Flu      
Tetanus      
FMSE      
Would you join a vaccine program at work?      
 Yes No    
 171 12 183   
 93% 7%    
No 
 answer 11    
Do you check your vaccine status regularly?      
 Yes No Sum   
 163 20 183   
 89% 11%    
      
No 
 answer 11    
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Appendix 5: The structured interview guide for the general practitioners 
Classification and characteristics of one's own practice 
1.1 Is your general practitioner’s surgery in the city centre, on the outskirts or in the 
country? 
 
1.2 How many MFAs or medical assistants do you employ full-time or part-time and 
what is your age structure? 
 
1.3 Does your surgery have a special range of services (acupuncture, travel medi-
cine...)? 
 
1.4 Does your surgery offer primary prevention services?  
 
1.5 Take the MFAs tasks of primary prevention (vaccination, movement training, 
nutritional advice, stress avoidance, addiction prevention...)? Do you intend to dele-
gate these tasks?  
 
1.6 Do the MFAs take on home-visit tasks? 
 
1.7 Are there any disturbances in the practice organization due to sickness-related 
absence? Are absences systematically recorded and evaluated? 
 
1.8 What health-promoting measures are implemented in your surgery? 
 
Reconciliation of the list of priorities with your own ideas 
My study, among other things, is about ten primary prevention measures that are to 
be investigated at MFAs in general practitioners’ surgeries. The study will propose a 
standard recommendation for introduction. 
2.1 For each primary prevention measure, you will find an entry for 
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- Acceptance by the MFAs: Here I am interested in your assessment of the average 
acceptance by your employees (well accepted/accepted/neutral/not accept-
ed/accepted) 
- Effectiveness after evaluation of studies: Here I am interested in your assessment 
from a medical point of view regarding the effective avoidance of absence days. 
(High/medium/low/do not know) 
- Cost level by experience:  Here you will find the result of my research on estima-




Effectiveness Cost level Own. 
acc. Study physician Estimate physician 
Workplace exercises 








Exercises for home 




















Training with step 
counter (digital via 
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Measure Assumed Effectiveness Cost level Own. 
Acceptance 
acc. Study physician Estimate physician 
(from surgery) 
Healthy snacks (e.g. 
Medium Medium 
fruit) from the em-   
(58) (50) 
ployer in practice  
  
Regular control/ Vac-
Very high Very low 





Comments on individual measures 
 
2.2 Do you believe that measures are lacking? 
 
2.3 When deciding on the measures, how would you rate the criteria of acceptance, 
effectiveness and cost? (Suppose you have 100 points to allocate.) Are there more 
decision criteria? 
 
2.4 If you introduce health management measures, would you ask for acceptance by 
the MFAs? (Or did you do this if measures were introduced?) If rather no, reasons 
for this? 
 
2.5 The elaboration of one practice-specific introductory concept requires time. How 
many hours would you quote? – or what time savings can be made by using the 
standard recommendation? 
 
2.6 In case of significant deviations from the proposed concept, would you use soft-
ware (e.g. Excel) to prepare your specific decision? 
 
Influencing factors to control productivity and performance 
3.1 What importance do you attach to the following levers for reducing absent days: 
- health promoting measures for MFAs 
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- work organization in the surgery 
- profile/job design of the MFAs 
- leadership quality/competence 
 
3.2 In your opinion, what other starting points and measures to reduce absent days 
should be taken more into account in your surgery? 
 
Implementation of health management in one's own surgery 
4.1 In which order you would realize the four levers (of question 3.1)? 
 
4.2 In your view, is there any reason why a general practitioner’s surgery should in-
troduce a health management system in comparison with other organisations and 
companies? 
 
4.3 How do you practice health management measures so far and what significance 
do you attach to it? 
- Not at all (name possible reasons.) 
- As individual projects (name specific examples.) 
- As a long-term initiative (how is success controlled?) 
- Integrated in quality management (with what importance?) 
 
4.4 What significance do concepts such as "healthy leadership", "health culture in the 
physician's office" or "Health competence MFA" (all taken from the training pro-
grams of medical chambers) have for you? 
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Appendix 6: Documentation of the answers in the interview guide 
General practitioner A: The interview preparation documents were sent on 4 Decem-
ber 2017. The call took place on 8 December 2017 at 6.40 pm to 7.35 pm. The an-
swers were logged in the interview guide as follows: 
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General practitioner B: The interview preparation documents were sent on 4 Decem-
ber 2017. Because of the high workload in practice (flu outbreak), a telephone call 
was only possible during the holidays over Christmas. This took place on the 28th of 
December 2017 from 9.35am to 10.20am. The answers were first noted by the partic-
ipating physician and then entered directly into the form via software: 
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General practitioner C: The interview preparation documents were sent on 4 Decem-
ber 2017. After a telephone consultation, the doctor decided to answer the questions 
in peace, for a reply by fax. This was sent on the 11th of December. Two open ques-
tions were sent by e-mail and answered on 20 and 27 December respectively. For 
reasons of anonymity, the following documents overwrite personal files in grey: 
 
276    
DBA Cedric Ballin 
 
Doctorate in Business Administration  277  
 
DBA Cedric Ballin  
 
278    
DBA Cedric Ballin 
 
Doctorate in Business Administration  279  
 
DBA Cedric Ballin  
 
280    
DBA Cedric Ballin 
General practitioner D: The interview preparation documents were sent on 4 Decem-
ber 2017. The attending physician entered his answers during the phone call on 20 
December 2017 from 1pm to 1.55pm and faxed them the following day. 
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Appendix 7: Data collection sheets for scoring results 
 
Personal health promotion activities Acceptance 
Score  
Programs for activity promotion 
- Training at the workplace  
- Training at home  
- Sponsored activity after work  
- Training with step counter or watch  
- Training within a group of colleagues  
Activities for weight reduction and change of nutrition 
- Group session nutrition consulting (external)  
- Single session nutrition consulting (external)  
- Single session nutrition consulting (internal)   
- Healthy snacks/food at work  
Vaccinating programs 
- Vaccinating programs at work  
- Vaccinating in private life  
Further proposed measures 
- Proposed in the MFA survey  
- Proposed by the general practitioner  
 
 
Personal health Effectivity 
promotion activities Literature review (75%) GP Interviews (25%) Total 
Stu-
dies 
Level of Score 
influence 
Number Rating 
of GPs points 
Score 
Programs for activity promotion 
- Training at the workplace        
- Training at home        
- Sponsored activity after work        
- Training with step counter or watch        
- Training within a   
   group of colleagues 
      
Activities for weight reduction and change of nutrition 
- Group session nutrition     
   consulting (external) 
    
- Single session nutrition    
   consulting (external) 
    
- Single session nutrition    
   consulting (internal)  
    
- Healthy snacks/food at work        
Vaccinating programs 
- Vaccinating programs at work        
- Vaccinating in private life        
Further proposed measures 
- Proposed in the MFA survey        
- Proposed by the general practitioner        
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health promotion Cost level 










Programs for activity promotion 
- Training at the workplace        
- Training at home        
- Sponsored activity after work        
- Training with step counter or watch        
- Training within a group of colleagues        
Activities for weight reduction and change of nutrition    
- Group session nutrition consulting (external)        
- Single session nutrition consulting (external)        
- Single session nutrition consulting (internal)         
- Healthy snacks/food at work        
Vaccinating programs 
- Vaccinating programs at work        
- Vaccinating in private life        
Further proposed measures 
- Proposed in the MFA survey        
- Proposed by the general practitioner        
 
 
